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ira-CIUCTION 



Tho 'UD-ly Corrs . M T; e Supply Corps is the busi- 
ness are of the Kevy (22 , p. 3). M Conduct of the Navy* a 
business affairs requires operation of a world-wide 
zateriel distribution organization to serve the materiel 
needs of the Havy, disbursement of federal funds to met 
obligations of the Navy, maintenance of accounts pertaining 
to funds and property of the f?avy, operation of facilities 
for the subsistence of naval personnel, control of freight 
and shipping of naval property, operation of retail rtores 
established for the welfare of naval personnel, and a mis- 
cellany of complementary functions (21, p* 49)* 

These functions are accomplished through s variety 
of w>up, ly Corps organizations which zsay be categorized as 
either integral organizations of the corps or staff organi- 
zations of other integral naval installations* Integral 
organizations of the corps include Purchasing Offices, 
Depots, upply Demand Control Points, Market Offices, re- 
gional Accounts Offices, Freight Control Offices, Accounts 
Disbursing Offices, and Cost Inspection Offices* Those 
which are normally staff organizations of other Integral 
naval installations include Supply Departments, ©counting 
Dep rtmonts, Fiscal Departments, exchanges, Coiomissary 
Stores, General Messes, and Disbursing Offices* 

These organizations have their civilian analo* ues 
in business and industry. The range of comparable organ!- 
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rations includes banks, mail order houses, retailing 
establishments, restaurants, purchasing agencies, account- 
ing fires, freight agencies, and others. It has been 
sts ted that "of all ftavy billets those in the u ply Corps 
Kost resemble ^oba in private industry (22, p. 3>.* 5 'or 
this reason end also the fact that a close working rela- 
tionship with components of the nations industrial poten- 
tial must be cainteined "the officers of the Supply Corps 
gust know not only Esvy procedures but civilian practices 
os well (20, p. 5).” 

In view of the foregoing it ia appropriate to 
examine briefly the status of management training in busi- 
ness and industry. Consideration of industrial philoso- 
phies and practices in this area is essential in order to 
assure comprehensive treatment of the subject under inves- 
tigation. 

-x-cutlve development In industry . -enss®.*nt is 
rapidly gaining universal recognition as » vocation for 
which people must be trained. The conception that 
"experience is the best teacher” no longer connotes simply 
"learning by doing" as it once did (17, p. 316). The 
shortcomings implicit in such a philosophy are succinctly 
illustrated to all supervisory personnel of the ’ew lerk 
Central System (2, p.. iC-5) as follows: 

^ any of us were our own teachers 5 we learned by 
trial and error. But we would have gotten "long 
faster and better, end things would have been much 
more efficient in the department, if we had teen 



given s little sore attention, and if we had been 
given better instructions. 

Widespread realization of these limitations has in 
recent years brought about a shift in emphasis within the 
field of management. The techniques of management, for- 
merly of paramount importance, are today being relegated 
to a secondary position by the movement toward integration 
of company objectives with those of its individual members. 
Given (12, p* 1), President of American Brake Shoe Corpo- 
ration, concludes that "Lately businessmen have cows to 
realize that success and progress of an enterprise is the 
sum- total of the success and progress of its people. n 

The executive end the supervisor merit particular 
consideration in this regard. As individuals they *r© 
understandably concerned with their own personal careers. 

At the sane time they are responsible for implementing 
organisational policy. In this latter capacity they exer- 
cise extensive control over the performance end develop- 
ment of their subordinates (10, p. 65). 

The importance of having fully qualified personnel 
in all key positions is difficult to overrate. ff active 

selection practices coup lea with comprehensive training 
are prerequisites to realization of this condition (19* 
p. 1). The characteristics of "fully qualified personnel" 
in this sense is more than acre technical know-how. -lies 
(14, p. 141) states that "Efficient management requires 
particular attitudes, interests and aptitudes as ^ell as s 
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firsthand knowledge of the work to be done.” Schell ( 16 , 
p. 21) corroborates this viewpoint with added emphasis on 
attitudes which he considers of primary importance* *»vls 
(9j P* 6) plac«3 particular emphasis on a bacKground of 
principles which he states cannot necessarily be compen- 
sated for by experience and intelligence. Though each of 
these views differ somewhat it is interesting to note 
that experience, though entirely purposeful, is not in it- 
self considered sufficient for qualification of key per- 
sonnel . 

*Th# development of people to do the work of sn 
organisation is too important to be left to chance (1C, 
p. 2). w Accordingly, ^practically ell the better managed 
Industries of any a&agnitud© are now interested in some 
for c of executive and supervisory training (l?i P* 316).’* 
These have been appropriately classified by Collinson (5) 
into two categories; on-the-job and off-the-job training, 
either or both of which my be operative in various con- 
cerns. 

On- the- Job training, or development as it is 
popularly tensed, refers to techniques such as understudy 
assignments, rotation through various positions, consult- 
ative supervision, participation in committees, lectures, 
conferences, end examples of superiors. 

Off- the- job development refers to: College or 

University education; participation in outside activities 
of a professional or freternel nature; extra-duty assign- 
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dents such as man.egec.en t of company sponsored welfare or 
recreational activities; and correspondence courses. 

Holden, Fish end ''atith (13, p. 208) in a recent 
survey of a number of leading industrial corporations, 
found the t s 

The general consensus among companies which have 
comprehensive programs Is that the dost profitable 
and effective training is training on the Job for 
the Job, as well as the training of selected candi- 
dates for the Job ahead. This type of training is 
specific and purposeful rather than general and 
abstract end is fundamental to the Interests of 
both the individual end the company. 

Although the specific methods employed vary be- 
tween different organisations they all have one purpose 
In common; the promotion and perpetuation of efficient 
fcamgement ( 13 , p. 115)* 

oorly Corps officer .program * The 

importance of training has always been recognised as a re- 
quisite to the efficiency of the naval establishment ( 15 , 
p. 5). As Cope (6, p. 177) has expressed it, *' e or© 
never finished with schooling in the Navy; even the 
admirals go to school, and continue study of their pro- 
fession as long as they serve." The Chief of J?avssl Oper- 
ations in his last report to the Secretary of the »vy (1, 
p„ 3&) stated: "The Navy saint* Ins a policy of assuring 

all its personnel continuous professional training. v The 
concept underlying this policy ( 3 » P* 8 ) is that: 

The continued efficiency of the Navy abends more 
upon the constant and balanced development of its 
personnel than upon any other single factor. 
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Responsibility for carrying out this policy is 
fixed by Kevy Regulations upon the various bureaus of the 
Navy fepartment (21, p* 4g) and upon all commanding officers 
(21, p. C3)* In general academic training through Navy, 
military and civilian institutions is coordinated by the 
bureaus and development of personnel while on the t ob is 
coordinated by cosutanding officers. 

The development of Supply Corps officers is accom- 
plished by various means: rotation of duties, education, 

training in industry, the Navy ork Improvement Program, 
and training on the job* 

Rotation through carefully selected tours of duty 
both at sea and ashore is fundamental in the naval service* 
This is the principal means of officer development; the 
objective being "the transfer of individuals after rela- 
tively short tours of duty to billets requiring broader 
responsibility (1, p* 35) •" Normal tours at sea currently 
approximate eighteen months in duration and shore duty 
usually ranges from two to three years. Duration of tours 
e shore are on a sliding scale which incresses with advance- 
ment in rank* 

The rotation program is synchronized with full- 
time education in schools and colleges (See Appendix A)* 
However, duo to monetary, time and personnel limitations a 
complete program of this kind is not available to all 
officers (4, p. 8). Approximately nine percent of the 
Supply Corps officers are currently participating In this 
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program, most of these are receiving basic indoctrination 
and ecacation* Opportunity for professional self-education 
is also afforded through the H*vy Correspondence Co ,rs« 
syst «a (7f p. 5^) which offers courses on atost aspects of 
Supply Corps aork as *»all as military subjects. 

1 “training in industry* program (20, p. 5) was 
inaugurated Kay 19*6 under sponsorship of the Bureau of 
Cup *plies and Accounts and the Sfavy Industrial ^s*nci»tion 
for the purpose of establishing a close working relation- 
ship between the Eavy end Industry. Supply Corps officers 
participating are assigned to leading industrial corpora- 
tions for a period of three months during which they are 
givfcn an over-all picture of daily operations of the busi- 
ness and not infrequently actually take over a particular 
position* Participation is rather limited since the pro- 
gram is normally an adjunct to post-graduate training in 
business administration. However, it is being extended In 
application and is being modified to provide for temporary 
exchange of personnel between the Kavy and Industry. 

The £ork Improvement Program (23, p. 2 > 0 ) is 
directed by the Tender Secretary of the 8avy through the 
Office of industrial Eolations* This program, designed 
primarily for civilian personnel, is conducted at all 
activities with three hundred or more civilian employees* 
Commanding officers are instructed to require officer per- 
sonnel to participate in the advanced supervise training 
phase (23, p* 230-19). Presentation is primarily by 
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lectures *iven during regular wo rk hours which cover four 
man^ement topics, two hua#n relations topics, and sixteen 
civilian employment topics. 

In addition to the foregoing developmental tech- 
niques specific provision for training while on the job is 
K*de by Navy regulations (21, p. 8 3). These provisions 
are as follows: 

The Commanding Officer shall i endeavor to increase 
the specialized and general professional knowledge of 
personnel under his command by the frequent conduct of 
drills, classes, and instruction. . • ; Encourage and 
provide assistance to the personnel under his command 
who seek to further their education in professional or 
other subjects; (and), Detail* • • (officers with loss 
then two years commls sioned or warrant service)... to 
as many duties successively as practicable. This 
rotation of duties should be completed during the 
first two years of the officer's commissioned service. 

The Bureau of Supplies and Accounts Monthly News- 
letter occasionally includes brief articles describing 
training programs at certain nsval activities. However, 
since responsibility for these programs is decentralized, 
information concerning methods commonly employed could not 
bo ascertained by means of available literature. 

tatesnent The various training 
programs of the Supply Corps are designed to provide for 
constant and balanced development of its officer personnel 
in accordance with Navy training policy. This objective 
requires comprehensive training and guidance of personnel 
during their entire service careers. Business and Industry 
has found that this objective can best be met by develop- 
ment of personnel while serving on a job. In view of 
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limited information available, there exists a need for 
appraisal of this area of training in the Supply Corps, 

The need for such an appraisal is also supported 
by consideration of other factors* These are as follows? 

1* Limited participation in advanced educational 
programs, the Training In Industry and the ork Improvement 
<*rogra&s. 

2. Gcrhardt's recommendation (11, p. 68) that 
research be conducted to determine "the adequacy and poten- 
tials of training provided by the rotation of billets at 
cajor supply activities to give the individual officer a 
well-rounded understanding of the Supply Mission." 

3. The possibility that tours of duty may be 
extended in duration as a means of curtailing federal 
expenditures required for transfer of naval personnel and 
their dependents* 

It is the purpose of the present study to meet 
this need by an exploratory survey of a representative 
sample of Supply Corps officers* Information required con- 
cerns the nature, extent and effectiveness of prevailing 
practices as well as the attitudes of officer personnel to- 
ward them* It is expected that this information will pro- 
vide a fairly accurate picture of officer development 
within organizations of the Supply Corps. It is also antici 
paled that the findings will provide a basis for specific 
recommendations whereby the effectiveness of officer develop 
©cat in the Supply Corps may be improved. 
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DollftCtloa..-.sf . the dftta . The present study was 
initiated by a review of literature in t&e field of execu- 
tive and naval officer development. The increasing 
emphasis on industrial efficiency has brought forth a 
wealth of material on the subject of organisation and 
management. An important aspect of management which is 
comprehensively discussed pertains to personnel develops 
merit both on the job and off the job. On the other hand 
literature concerning tills subject in the Kavy Supply 
Corps deals primarily with officer development off the job 
*iad only to a limited extent with the aspect of develop- 
ment on the job. These sources of information were 
utilized for introductory material, ©s a basis for the Ques- 
tionnaire and also in the discussion of findings. 

The priitary method of research consisted of a 
mailed Questionnaire (5eo Appendix C) which was developed 
to accomplish the specific purpose of the present study. 
These Questions were designed to elicit fron the officers 
sampled, facts, opinions and experiences pertaining to 
developmental practices observed or utilized in their career 
development. The questionnaire was distributed on January 
1 7, 1950 and the last of the questionnaires returned was 
/ received on liarch 16, 1950. Data obtained from this source 

j provided a body of evidence frot*. which the present status of 

J j 

fy Supply Corps officer development on the job was evaluated. 

I \ 

! i 

H 
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revelosment of The first step 

In the construction of the questionnaire was the phrasing 
of questions designed to elicit pertinent attitudes and 
experiences of officers sampled. Several questions were 
also developed to provide data by which the individual 
officers could be classified for evaluation purposes. In 
order to facilitate responding to the questions the mul- 
tiple choice and gradation of values fora was used wherever 
possible. In those cases where objective questions were 
not satisfactory free-response questions were developed* 

The is&edlate objective in phrasing the questions was to 
provide simple and direct inquiries. Space was provided 
following those items which it was thought would provoke 
comment* 

4 letter of transmittal was also prepared (See 
Appendix D). The purpose of this letter was to explain 
briefly the reason for the survey and to assure the parti- 
cipants that their anonymity would be preserved* 

These questions and the letter of transmittal were 
then submitted for analysis to the thesis adviser and 
certain officer personnel stationed in the area* This test- 
ing procedure resulted in several improvements to the pros- 
pective questionnaire* 

The final step consisted of reproduction of the ques- 
tionnaire and letter of trsnsaittal and sailing of thect to 
the officer sample* Each letter of transmittal was signed 
and franked, self-addressed envelopes were enclosed. 
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SsiSESJ^^ Vh* stratified sample 

(8, p. 28) was selected as the most appropriate sampling 
technique particularly In view of officer ranks, gradations 
of military authority* The strata consisted of the ranks 
of Ensign through Captain. The rank of Admiral was not 
included in the survey since the maximum sample of this 
stratum was only two officer personnel. A proportionate 
sample, ten percent, was randof&ly selected in each stratus. 
& directory of officers was obtained from the Bureau of 
Supplies and Accounts (Code OPT) for this purpose. The 
entire sample thus consisted of three hundred end two 
officer personnel throughout the naval establishment. 

Analysis of the sample indicated that one hundred 
and eighty individual naval stations were represented, or 
approximately an average of one and t^o- thirds officers 
per station. Twelve types of neval organisations were 
principally involved such os ships, air stations, depots, 
staffs, schools, shipyards, hospitals, etc. %ith regard 
to geographical location of personnel, fifty-two were found 
to be aboard ships, thirty -nine ashore outside the United 
States, and the balance within the continental limits of 
the United States. 
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RESULTS 

Personnel r/^rtlclpaUaf In th e survey . Table I 
presents data on participation of the personnel sampled. 

Two hundred and five questionnaires were returned for an 
average response of 67*9 per cent of those queried, ^ost 
of the returned questionnaires, 155* were received within 
two weeks after sailing. The balance, principally those 
from personnel stationed aboard ships or outside the 
continental Halts of the United States, were received in 
the following six weeks. 

Cf the 205 questionnaires returned nix *?ere not 
completed. Three of these were returned intact because the 
addressees had been transferred to nee locations and forward- 
ing addresses were unknown. The other three were returned 
by hnsigns who having had little service preferred to refrain 
froz* completing the questionnaire. The following statement 
is quoted from a letter received from on© of these nsignst 

I regret that I must return your questionnaire 
unanswered, but I do not possess enough experience to 

give you any benefit from &y answers In the 

four and one half years I have been in the Kavy I have 
been attending schools end have not held any respon- 
sible positions of authority. 

firilar reasons were given by the other two Ensigns. Ex- 
cluding this rank from the participating group the average 
response was 72.3 per cent. 

Table II presents data pertaining to personal charac- 
teristics and naval service particulars of the personnel 
returning completed questionnaires. Excepting the rank of 
Captain, age distribution within the ranks is lanrkedly 
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skewed toward higher age levels. This was due principally 
to non-ccsGsissioned service of persons In each of these 
ranks. It was also noted that some persons appeared to have 
entered the naval se-rvice when older than the usual age of 
entry. Over one fourth of the participants, 27*6 per cent, 
have completed at least one year of post-graduate work, 

41.2 per cent are college graduates, 17,6 per cent have com- 
pleted an average of 2.4 years of college and the regaining 
13*6 per cent have not attended college. The hulk of the 
participants, 90.4 per cent, arc regular officers, the 
others being temporary and reserve officers. The majority 
of the participants, 91 per cent, are classified as general 
service officers, the others being specialists* The 
differences between scan years cf service in each rank 
approximates two years excepting between the rank of 
Cosr&aoder and Captain which is a difference of twelve years. 
An inverse relationship between ranks of officers and the 
proportion of officers with active service other then com- 
missioned is well defined. This category does not Include 
service at the ftsval Academy. In the rank of Captain none 
of the participants have any active service other than com- 
missioned; however, with each adjacent and Junior rank the 
proportion of officers with other active service increases 
progressively to a high of 94.7 per cent of the ’nsigns. 

This distribution also is markedly skewed by several persons 
in each rank with extremely long non-commissioned active 
service. 
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Table III presents the particulars concerning the 
current placement of officers participating in the survey* 



I-fich of the principal types of organization are equally veil 
represented in terns of the ss&ple distributed. Types of 
organizations classified ^Other” includes Schools, ^changes, 
Coiiiiissary Stores , JJROTC Units, and a variety of singular 
organizations such as Island Trading Companies, varhet 
Offices and Supervisory Cost Inspection Offices* The assign- 
rent of the participants vitbin these organizations is dis- 
tributed a song every supervisory and executive level. The 
positions classified “Other” include fourteen students, six- 
teen personnel as assistants to other officers, six instructors, 
four exchange officers, three logistics planners, two liaison 
officers, two hospitalized officers and a aiscollany of other 
positions* Fighty-six and nine tenths per cent of the parti- 
cipants supervise other personnel either directly or 
indirectly* Those few exercising supervision only in Indirect 
fashion arc in advisory positions and in positions as assis- 
tants to other officers. Those exercising no supervision 
include the students, hospitalized personnel, soat© staff per- 
sonnel end several of the assistants to other officers. The 
personnel supervised by the participants Include all cate- 
gories of naval personnel* Sixty-four per cent of the 
participants in supervisory positions exercise supervision 
over civilians, 60.7 per cent exercise supervision over 
enlisted personnel and 38*7 per cent exercise supervision 
over officer personnel* Fifty per cent of the participants 
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in supervisory capacity exercise supervision ever more than 
one category of naval personnel. 

Besronses to objective questions . With & few excep- 
tions in every rank the objective questions of the ouestion- 
nairc were all answered by each of the participant®. or 
this reason it will be observed that the number of responses 
(if) reported usually varies slightly from the rubber of parti- 
cipants returning completed questionnaires. In i-any casas 
additional information was offered by participants through 
specific co&ajent supplementing responses to the objective 
questions. Evaluation of the data by rao& of the participants 
revealed little or no variance except in a few instances 
which have been noted. 

Table IV presents the responses to question thirty- 
four of the questionnaire, "fchich of the following requisites 
for effective organisation of personnel w$re £&&. regularly 
observed in activities at which you have served?” Thirty- 
nine per cent of the participants indicated single exceptions, 
30.0 per cent indicated two or more exceptions and 31*0 per 
cent indicated that all of the principles concerned had been 
regularly observed. The proportion of officers in each rank 
reporting exceptions to those organizational principles was 
JO.C per cent of the Captains, 67.9 per cent of tho CosutAnders, 
57*1 per cent of the Lieutenant Corra^ndcrs, 71*1 per cent of 
the Lieutenants, 80.0 per cent of the Lieutenants Junior 
Grade &nd 66.8 per cent of the Ensigns. 
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Table V presents the responses to question nine, 

"How many personnel do you supervise? In«ulc*te the number 
directly supervised. t{ The greatest number of trsonrel 
directly supervised was 710 which was reported by a lieu- 
tenant Junior Grade who reported this sa&e number as the 
total number of personnel supervised by him. T' next 
highest number of personnel directly supervised ^as four 
hundred which was reported by a Commander who reported 
seven hundred as the total number of personnel supervised 
by him. The greatest number of personnel directly super- 
vised by any one officer In the other ranks was seven for 
Captains, three hundred for Lieutenant Colanders, one 
hundred and ten for Lieutenants and seventy-six for nsi^ns. 

Table VI presents the responses to question thirty- 

five, "In your opinion which of the following responsibilities 

of an officer-in-charge or in comaand of an activity should 

to Lost important?" Distribution of the responses by rank 

revealed a dichotomy of opinion in all ranks, except Captains 

and Ensigns, between the option R fay to day efficiency of the 

station* and the options pertaining to development of officer 

personnel. The majority of Captains md Insifns selected 

day to day efficiency as most important by a response of 

66 # 7 per cent in each of these ranks. The following comment. 

was received on this question from a Captain, a Co-Lender, a 

Ueuunant-end. sn..r.MlK0 rrsr.csUx&lJG * 

1. manifestly in error. Six other officers responded 

similarly, each of them directly supervising the totsl 
number of personnel under their supervision *hich ^ns 
over sixty in each case. 
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as operating funds dwindle the value of 1 nned 
training programs will become greeter a»..: ^rest^r. In 
order to permit efficient expension in ti-<? of urgency, 
I believe a training program for officers should be 
developed even if it results in gone interfere with 
the efficiency of day to day operations. 

Is this question seriously stated? Certainly the 
primary objective is to give T Jncle Zam his money's 
worth, not to run e country d»y school* 

rossibly X cm optimistic, but It appears to sue that 
day to day efficiency can only be achieved with a pro- 
gram that develops an officer's qualifications both for 
a specific Job end for his long-range career* 1 assume 
of course that the officer is interested in his career 
future. Lack of this development program with an 
interested officer can only lead to job dissatisfaction, 
which is reflected in everyday efficiency of the organi- 
zations operations. 

Table VII presents the responses to question thirty, 
"To meet the continuing needs of the service, That is your 
opinion of the order of importance of these factors in the 
assignment of an officer to billets of an organization?" 

The ranking distribution produced a prominent modal group in 
the case of the first option, "qualifications of the officer 
for the billet.” Sixty-two and three tenths per cent of the 
officers ranked this factor as most important. The fourth 
factor, "Billet Commensurate to rank,” also shows a agree 
of consolidated opinion with 46.7 per cent of the officers 
ranking this factor in fourth place. In the case of the 
other too factors ranks assigned were well dispersed t 1 rough- 
out the ranking range of one to four. or ty -one of the 
participants, 21.2 per cent, ranked the factors in Identical 
order with the total average ranking. The four persons 
ranking qualifications in fourth place included one {-sign 
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and taree Lieutenant ^omisanders. -«ch officer r«nk 'as 
euuslly wall represented in all of the other *v- il*ble 
options excepting the rank of Captain. This r?ak of Captain 
was not represented in the rankings of "Career re^ulri . onts" 
in fourth place, "Officer qualifications” in ti-ird and 
fourth place and "Billets commensurate to rank” in ^irst and 
second placo. 

Table VIII presents the response to question thirty- 
one which In reference to question thirty asks, "From jour 
observation would you saj that this policy Is observed?” 

Only one person, a Lieutenant Junior Crade, responded that 
it was always observed and three persons, two •' n igns and 
one Goosander, responded that it was never observed. The 
distribution of responses made by the forty-one officers 
whoso responses to question thirty were identical with the 
average response to that question was; 4,8 per cent "never 
observed,” 48.8 per cent "seldom observed" and 46.4 per cent 
"usually observed.” Four of these officers, one in e*»ch 
rank of Lieutenant Junior Grade through Coaaoander, co-^ented 
respectively as follows: 

Billets are awarded by rank rather than ability. 

Usually vacancies in the organisation ant? billet 
commensurate to rank seem to control. 

Too itany square pegs. 

Shortages of officers and reroga lives of «?up*riors 
serve to make conditions of thirty (question thirty) 
Impossible. 

Lany of the other participants also co- ented on 
this question. The following statements are u ted from 
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some of their questionnaire* and typify the vrrlety of 
counts received; 

The usual assignment of officers b*ced on c nee 
snd a vacancy existing due to detachment of officer. 

Vacancies in the organization is norolly the govern- 
ing factor in duty assignments in the field. 

Lach senior officer at a local station is sore con- 
cerned with current results than future pl-nniny. I 

often a & myself. 

Bank does not mean qualification as .--any fficers with 
the rank do not know their jobs. 

Personal desires fiust be subordinated to .frice 
requirements. 

Almost invariably s vacant billet is fill*! re ► rd- 
less of sn officer’s qualificntiona 9 

Ever present politics prevents ‘'•always. ’ 

An finely convinced that the poorest Job the vy 
aoes Is in selection of change of duty officers. 

Too feuch emphasis is now placed on rank rod teeporary 
efficiency of organisation. 

Table IX presents the response to questions thirteen 
and fifteen, cuestion thirteen asks, ’’roes ; our ualifieation 
Jacket, section six of the fitness report, indicate the more 
responsible duties for which $ou are in training?" espouse 
from Ensigns and lieutenants Junior Crade was alaost e*.ually 
divided between “Yes" and "?:©.* In the ranks of Lieutenant 
through Co&j&ander the ratio of thosi* resending ' •f'S" to 
those responding ’’No*’ is approximately one to three >nd In 
the rank of Captain all responses were In the ncgUlve. 
Cocnents received were; 

Yes. 'oesn't mean very auch. y e/ier-ienc? h^s 
been that this entry ir more or less routine. 
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Yes. . orisally st tes ’qualified f'T any jo: or 
’uties ooiU£ensur*5te with the r-mr of Li cuter* nt. # 

Yes, but do not believe th* t the iffic r no . es 
ay fitness report out is qualified in c u*lif> in* *uC 
for that position. 

o. It is felt that *o re -advanced ir.^or, tion 
concerning ^rchable ’field* of u ly to 'hich y r -u 
• re slated to be transferred in • ext r-si/'n nt 
'•ould enable officer to utilise *11 local facilities 
in preparation for s«m. r Oir to five rentes is 
recommended . 

question fifteen as&s, T-o you consider tk< t ;our 
qualifications Jacket accurately ?And cocplrtely rvfi*cis 
your capabilities?” the ratio of * nsiins resyortding Yes' 
to those responding M Ko t( was about t^o to one. Lieutenants 
Junior rsde, Lieutenants and C o*&rnders -ere closely divided 
pro ; nd con. Lieutenant Colanders and Captains 'C’ronded 
principally in the negative, the ratio of affin tiv« to 
negative responses being about one to two. .'ifty-' -ve 
persons ecfimented on this topic. The following ^t-t^ents 
are »uoted to indicate the variety of remarks s»d«J 

InforH&tion 1** there — * but doubt if it is* observed. 

The qualif ievtions v Jacket • hovs the various duties 
Thich an officer has perforred. Tt aoen not rcce-**rlly 
show how *ell he performed then;. 

Insufficient data. Tt is felt that each officer 
should be required to submit s crsonal cogent concern- 
ing his capabilities, «e a part of e cn iMr - report 
submitted on hi&self. 

Being *e renr/icd* as a machine accountin' racialist 
without official designation Is of no val ;e to r r- 
sonally or to the avy. 

It does not cover non-n v*l activities thoroughly. 

I believe a very experienced u? ly o r : f fleer 



could sna lyre my cr* .abilities free. t. s .e. . t tut t 
it is not n reslly accurate uide for t c -r*o-e 
intended. 

I believe the- ^usllflcn tion j*c^et cont< ins little 
or no useful information* 

Information therein is too sketchy * •'* t 
apparently not used by cofefi*nd5 reporting to. 

!* luctu&tes ss & result of rr orti^ senior* r*t..er 
*fi«n capability . 

hot enough ^thil included by re orti*- itniors.^ 
..ug^.cst inclusion of &n annual sux^ary sh^* t to reflect 
In retail duties performed during the preceding ;, <* r. 

*.y Jacket ?hows that T as& thoroughly tutlified in 
all phases of general supply *hen sctuslly r »ot. 

ho notations as to qu&lificctloas rc uireO bile 
performing collateral duties. 

■ccording to the jacket I as best , ualifled r or itaff 
duty only. I h* ve deconstrf ted a illty in ot- *>r fields. 

it is not kept up to d< te other then foe t lev or 
four words describing new assignments. 

Table X presents the response to Question fourteen, 
"row often have you been shown your fitness report*:*’ r. signs 
pnd ieuteaants Junior irade were the only r^run responding 
in all optional degrees. 

^eble XI present* the response to cues tion sixteen, 
,,r o you believe a frank and comprehensive di*eus*iAr. of fit* 
ness reports between indi v idtie3 officers reported ®r.i ir»-ir 
reporting seniors would be teneficl* 1 to indi*l &*1 officers? 
The c test ion &lso sought to obtain ir.fori-* t • on .••rteininir to 
opportunity afforded the ;*rticio«nts for such cue? Ion 

by asking, M h»t has been your experience in '-hi** r*r r rd?" 
v ne hundred and ri;;t>-t *'0 o** the ^.rticit 1 ' nts 1 ^ ed to 
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this query with one hundred forty of them specific lly 
stating their experience in tents of frequency. *T»esc 
comments were classified in t o groups "Usually’' or 
"Always" and "Barely” or "Kever.” Comment received from 
those stating they did not believe such a discussion cf 
fitness reports to be beneficial were: 

I believe a frank and honest report of ny indivi- 
dual officer should reflect his shortcomings tnd he 
should then correct these accordingly. 

Fitness reports have leco&e routine and re either 
very good to excellent or very bad. 

'reporting seniors as contrasted with officer’s 
liwsediate superior (who in fact cakes out tin fitness 
report) do not know officer well enough. 

Eeporting seniors might have a tendency to ’rate up’ 
fitness reports, even more so than at present, ns a 
result of a fear of frank discussion. 

Absolutely not. By presenting cy case, the Cozes nd- 
ing Officer could be persuaded to change his "stlamtes 
of my ability. 

Actually I asi definitely civilian minded when it 
cot.es to fitness reports and promotion — to me a 
fitness report ’report card’ is too much like school 
days. In civilian life a scan is told of his shore- 
costings and what is expected of hi® and if be produces 
he doesn’t have to wait his time — he is immediately 
promoted -v- he has no report cards kept on him to infer 
that he is still a school boy who requires rriodic 
grading. To answer the question — o, 1 hive not 
discussed or had g£ fitness reports discucsr es 

not in favor of it. 

A great variety of comment was cede in response to 
this question by participants who stated they desired such a 
discussion. Teveral consents have be®n selected from e*ch 
rank for quotation. These comments are illu r tr* tlve of all 
comments received. 
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K five always done this with ay own juniors* y -friiors 
h&ve done It only when they knew what they -ere doing 
when they drafted my reports* 

A discussion of fitness reports not only improves 
morale but develops tne officer. 

Very little es a junior — have been reluctant and 
negligent «s n senior. 

Discussion seldom voluntarily initiated by re orting 
officer. Junior officer usually must request lscussioa 
if dissatisfied. 

Such discussion hss been of mutual benefit to report- 
ing seniors and myself. 

I have always appreciated discussion of cy of , • nd 
always discuss with each officer who I report on. 

It has enabled me to overcome shortcomings of which 
I was not aware. 

frank discussion has enabled me to improve it -s not 
entirely satisfactory to my reporting senior. 

Have frequently discussed various aspects of fitness 
reports with immediate superiors. Consider myself 
reasonably well aware of ay shortcomings , as **ell as 
uy capabilities. Objective discussions of rofesslonal 
and personal qualifications are of definite value. 

Fortunately I have received very good report** • ow- 
evor I have observed others not so fortunate and know 
they wished for the opportunity to trlk it over — yet it 
was not so encouraged. 

ly seniors have always taken the position th*t they 
*ould discuss only unsatisfactory fitnes* rept ts. I 
have never had an Hn-sn t. , therefore nrv**r a dis- 
cussion. 

fern senior officers will discuss 4 'itnes«* reports, 
hen they do, they tend to talk •down’ to the >f fleer 
being reported on. 

I have always been shown my fitness report. t ort- 
ing seniors have always welcomed discussion of fitness 
reports. 

lost of the officers marking re have just let their 
secretaries hand c* rry report. I believe they should 
discuss me frankly. 
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1 have to as usae from continued food relations with 
cy superior that my work is s tisfuctory. I *ould 
welcome criticise,. 

One C.O. gave me a low mark on one ites*. hen we 
discussed It, he discovered he had • * cr>»ifused *ith 

another officer. 



iumy line officers who ere now C.C.'s h.ve never had 
the experience of judging the .uaiif ica tions cf upply 
Officers and do not know *hst they shoulc use as a 
basis of judgement, 

barely discussed, Relieve reporting seniors should 
point out elements which need improves at & even though 
assigned gr^de is high, 

ith one line C.O., r JBM and one medical **. , -- 
on their initiative — frank but not com.* I we. 



I have never received benefit from re* orting 
senior because I have never been invited Into such a 
discussion. I have discussed with junior officers, 
as reporting senior, their weak points *?Lic h I b*li©ve 
should bo corrected by them. 



1 don’t believe iey reporting seniors have boon com- 
pletely frank about sy shortcomings but have been good 
about commending on jobs well done. 

Afraid to discuss the matter with reporting seniors. 



Gome reporting seniors not felt to h'v^ been **ully 
cognisant of your actual perfors^nce during eriod 
covered by report. "Ills feeling could be alleviated 
by discussions of this type. 

Sot only at time of submission cf fitneaa reports but 
continually an officer’s deficiencies and a-crit rious 
sets should be discussed. 



If there are shortcomings they ooy be or^reeted. If 
they are good reports they ct as the or lx co nation 
an officer gets for n job well done. 

Table XII presents the response to aues tions seventeen 
and eighteen, question seventeen asks, v hic.* of tie follow- 
ing, in your opinion, should be the primary haMr of fitness 
report detail recommends tiens for future assign#*nt of 
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officers reported*” Ilstrlbution of res.on^s «ithin 
each ramc were approximately proportion.? te rxce.t for the 
fact that none of the Captains or Commanders selected the 
factor "Assignment to duties for which rlready fully quali- 
fied.* 

question eighteen asks, ’In your opinion hat ves 
the prih&ry basis of typical detail recoaL.endc tions entered 
on your fitness reports?” , utilizing the nptc options 
listed for question seventeen, distribution >y rani: revealed 
little variance excepting for Captains, ull of -i * selected 
"Assignment to duties for which *1 ready fully ied,” 

table XXII presents responses to questions eleven 
and twelve* question eleven asks, "Are you receiving train- 
ing or guidance to improve your qualifications for the 
positions to which you are currently assigned?'* t and further 
asks of those answering in the affirmative ” escribe briefly 
how you ere being trained/’ the fourteen officers under 
instruction at naval or civilian Institution? *r* not in- 
cluded in this table, eventy-eifht or 42,1 per e*ct of 
the participants responded '** es“ ■ rd one bur* Jrrd err seven 
or ^7»£ per cent responded M «o/‘ Forty-fiw* of th* so 
responding "Yes," 24.2 per cent, indies ted they teing 

trained through duty station i rogr*:* or fui once *mi thirty- 
three, 17.3 per cent, indicr ted they tr- lain t: ee- 

selv«s on their orn initiative, ’ cscri:;tive ’t tc^r.ts of 
these participating in duty * t* tion progr^os ’*re of the 
following natures 
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Training films. lectures tours uf various 
rivisions of the Sure**u other than o»n >rUent. 

py assignment of projects in connection rlth the 
duties of the office «ad by detailed xjl^natl'n of 
certain phase# of the ^ork by supervisory rr*»onnel 
thoroughly familiar with It. 

1 am attending weekly classes of t: - ~rk I**rove- 
j&ent Program conducted by the Faval 'u ly Center 
training people. 

By suggestions and rccoii^ends tions *f ti • *■ '• to 

senior, attendance at conferences, eoopc~ *lon of 
juniors in explaining programs snd proc* • rr*y. 

3cme guidance has end Is being receive » frew cnior 
supply officers on inspections, both of*' '.rial *nd un- 
official. 

,o formal training. 

orking under department hoed, on j h trn ininr • 

lectric Accounting . .'.chine course ton* hour a week 
for seven weeks). Conducted by represent tive of IBM 
Corp. 

On-the-job plus instruction by ^uptlj *n<! iscal 

Officer. 

Pescriptive statements fro® particip ’Uts whose 
responses indicated self— development effor 4 • thu 

following nature: 

Cori’espondcnce courses nd routine training 

s hedule of manuals. 

Study nd research of various logistic inform tion, 
periodicals and treatises. 

F.C. course at Colunbi* University - n'rlal 
conosd.C3. 

Enrolled in **aval Correspondence Courses - v\ 

egs. , ilitary Lew, etc. 

Raval ar College Correspondence course in ’ ogistics. 

Practical experience in the field (so? ol o bnrd 
knocks). 



tion twelve asks, " « re you • rtici ♦ tl < in «ny 
fcrx of training or develop- cnt program for a ssore respon- 
sible duty? 11 and further asks of those respo^dinr in the 
affirmative describe briefly how you are b' ing trained.* 
inety, 49.2 per c^nt, res ended "Yes" >nd nine -three, or 
50# 2 per cent, responded rt Ro. M Of those .ns^eririg in the 
affirmative twenty-nine, 15.9 per cent, indicated they were 
participating in duty station progr nr.s and ixty-o*©, ^3*3 
per cent, indicated self -development efforts. '* criptive 
Stetasenta of training methods were largely siailsr to those 
received In response to question eleven. The few statements 
differing therefrom were of the following natures 

In the absense of the Cupply and Flscil officer I 
act for hi® including representing hi® in various b. t. 
boards established by the C.O., N.A.&. 

as understudying Pro. "'iw. Officer, becoming fa®iller 
with Procurement procedure preparatory to taking over 
Division, when ordered to the hospital. 

Experience through inspecting and reviewing Inspec- 
tion Reports of Supply Activities. 

I a® enrolled in a CPA Review Course in evening 
school. I expect to sit for the C A cxn»* ir y 1950. 

Correspondence course on tfavy egul^tioos under 
station *0ff Tuty Training frogra*.* 

loco Study — subscribe to such thirvi' s ‘The ar 
ollcge Xnf creation ervicc for fflcerV* etc. 

A 1 TJ API correspondence course in accounting. 

Currently under instruction one evm: . *■ r ~©ek 

(sixteen week course) offered at no co»t by t nd-rd 
Oil Co®, any covering management of rr f * ^ t*tlcns, 
fuel storage and processing. 

ueation forty, wMch supplement* :ue?tioa» < leven 
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end twelve, sought to determine tore specifically the 
existence and nature of duty station planned development 
programs. Twenty-seven of the participants reported in- 
service or guided development programs at their activities. 
Exclusive of officers under instruction this constituted 
14 .6 per cent of the participants. Descriptions of these 
programs are quoted below. The frequency of identical or 
similar descriptions is in parenthesis following the 
quotations 

Scheduled rotation of assignments among junior 
officers has been established allowing for six months 
to a year in each billet, depending on scope of parti- 
cular billet. <8) 

Officer class under W.I.P. ($ork Improvement Program, 
Industrial Relations Dept.). Usually for Lt. Comdrs. 
and junior. (6) 

£11 officers are requested to take as many corres- 
pondence courses as possible. (5) 

A Bureau familiarization course has recently been 
established. It provides that officers reporting will 
be taken on guided tours of the Bureau and that in each 
division an officer will be designated to explain the 
functions and procedures in effect in each division. 
Companies such as the IBB Co. conduct brief courses in 
the use of their fLachines and procedures. All SC 
officers are encouraged to take such courses, parti- 
cularly if they ©re detailed where the instruction will 
be of practical value in their assignment. (3) 

Training movies and lectures for all hands twice 
weekly. Periods cover instructions mainly for indoc- 
trination in naval procedures and current trends 
affecting policies and future plans affecting personnel 
and service. ( 3 ) 

Base defense organisation and drills - adiologlcal 
warfare instructions. (2) 

Table XIV presents the response to question forty- 
five, "How would you rate the effectiveness of training and 
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development of officers In rupply Corps activities at 
vhich you have served?” Thirty-fir© officers cf various 
ranks coa&ented on this topic. Representative quotations 
ares 

Workload has not permitted formal program cf training 
and development. Training and developsont are gained as 
a result of rotation in billet 3 . 

Experience has been the principle teacher at activi- 
ties et which I have served. 

BuSandA should initiate an overall training program; 
one for shore activities cod on** for afloat activities. 

Sost C.O. *s and S.O.'s are no- concerned with their 
own Jobs and de3ire to be recognised so as to be promoted 
that training of subordinates is entirely overlooked. 

*©at of the programs are poorly organized and they do 
little to stimulate an officer’s interest. 

I have not come in contact with an -setive training 
program for officers in seventeen years of service 
including a tour at BuSandA. 

Table XV presents the response to question thirty- 
six, "Have officers reporting to duty at activities at which 
you have served, in your opinion, received adequate indoc- 
trination prior to assignment to duty?” Ratings assigned 
the listed indoctrination areas were quite proportionate In 
all ranks excepting that of Captain where none of the areas 
were rated "Thorough.” The modal group of ratings on Physical 
Plant, Organization of the station and Basic operating policies 
were in the "Adequate" category, constituting 59*8 per cent, 
48.2 per cent and 53*9 per cent respectively of the parti- 
cipants. The nodal group of ratings on personnel policies 
were in the "Inadequate" category and constituted 50.5 per 
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cent of those rating this item* proportion of * Adequate” 

ratings to "inadequate 1 ' ratings was low in evo ry crae. This 
ratio was one to Uo for Physical Plant, one to 2,3 for Organ- 
ization! one to 3*9 for bt sic operating policies and one to 
nine lor Personnel policies. By assignment of numerical 
values of one, two and three to these ratings of Thorough, 
r deque te end Inadequate respectively , the average rating of 
these factors was found to be 2.14 for "Physical plant,’* 

2.20 for ’Organization, 2.2? for "Taaic cpar tiig policies" 
and 2 . for ’’Personnel policies. " 

Table XVI presents the response to question forty- 
six, ’’The following have been selected from rrrious industrial 
ezocutiv© training techniques. Check those which you have 
obsrrvt-d in use at Supply Corps activities, rating them in 
effectiveness •" The average rating of the listed techniques 
was determined by assigning numerical values o* one, two and 
three respectively to the verbal ratings of H *.f?ective 
"Satisfactory** and ** Ineffective." The average ^t.ing for the 
techniques was 1.53 for "Special projects," 1.6S for "Example 
of .aperiors’ 1 and for "notation of duties, ” 1*75 for "Confer- 
ences,* 1.94 for %ovi*s *nd hectares," 1.95 for Pro- 

blems,’ 1.99 for "Committees'* and 2.0 for "enderst dy." 

Table XVII presents the response to questions twenty- 
four, twenty-five, twenty-six and twenty-seven of the ques- 
tionnaire, all of which pertain to rotation of assignments 
within tours of duty. Question twenty-four asks, "Have you 
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usually barn rotated through various assignments each tour 
of duty?” Variance of response *ithin ranks Tag very 
limited excepting for Captain and Lieutenant Junior Grade. 
r ht Captains all responded H feldon H and the Lieutenants 
Junior redo responses in the category of "Usually* and 
w Jeldott n vere dichotomous. 

Question twenty-five asks, "If you were rotated 
through various assignments during a tear of duty, how did 
this coise about?" The officers who gave reason* other than 
tho^e listed in the questionnaire ende consents such os 
the following: 

Assumption of additional duty because of release of 
officers without replacement. 

Gent to various divisions that needed forceful 
efforts tc elirinate large backlogs. Backlogs 
eliminated, 1 sowed • 

^uesticn twenty-sir asks, "Bo you consider that a 
system of rotation in duty assignments at a particular 
station, during each tour of dutj , is necessary to the improve- 
ment of your qualifications for nssui^tioa of future assign- 
ments contributing to a successful career?" Distribution 
of the response within ranks was closely divided except in 
the rank of Captcin, Lieutenant Junior Grade end Ensigns. 
Twenty-five per cent of the Obtains, 64.2 per cent of the 
Lieutenants Junior Grz'de end 04.2 per cent of the ’ nsigns 
responded "Yes." 

c uestion twenty-seven asks, "If current * normal 9 
tours of duty ere substantially lengthened in duration 
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at any future time, would your an$?*er to U*e foregoing 
question be different** 4 All of those who L«u responded 
‘lea* 4 to question twenty-six replied in the negative fend 
seventy-one of tho seventy -eight who had responded ”*o* to 
question t venty-eix replied in the sffirt&tiv*. 

?able XVIII presents the response to question forty- 
oae of tho questionnaire, 1 hrt hss teen the *>r in- 

service training or guidance lr formal, 

in which you have participated! 11 i-istrio*lic:i cn r< ponses 
by evidenced little variance* Eight pi: c*n* of the 

officers have received training in all of the dr sireas, 10.6 
per cent have received training in ?> Principles of Crfc&niz*- 
tion ana Control 14 ©a *©11 ©s Methods and Procedures, ' 

1^.6 per cent h*ve ^ftch received training In two oi three 
of thes# areas in various other combinations, 1S.6 r >*r cent 
have received training in only one of tneae areas, lC.6 per 
cent noted other areas of training and the regaining 25*6 
per cent indicated no training had been received. Other 
areas of tr. ‘lining reported were 4 ork ’I.B.M. 

^scLino recounting' 1 aca "Inspection *nd An>ly<Ii. 

Table XU presents the mepmm to twenty- 

one, twenty-two, twenty-three and thirty-nine of the question- 
naire which boars on opportunity for development of qualifi- 
crticna. Question twenty-one asks, '‘Have you teen given 
triple opportunity at each of your duty stations to improve 
your qualifications for potential assignments in your rank?” 



51 



■ 4 BU xvm 

AfcUfc la nm r^TtlCl: -Itwl Han 
MC-firr truirao : 5 - wn Her 
*• wi:;ks smi *v .vaci 



( o rml snd JnforamX} 





$ 




8 




Training krm 


? 

t 


utasber 

( *199) 


* 

t 


> *r o#nt 

of d 








ft 






$ 




¥ 






£ 


68 






.rtnciplaa of Organisation and Control*® 


1 

* 


t 


34 »a 


Budgeting and Plamaing* . 


» 

8 


35 


$ 

S 

i 

% 

m 


17.6 


Paris annel usnege&ent •••««•• 


$ 

I 


50 


*5.1 


Latsis nd fractures* 


8 

8 


100 


S 

i 


50.3 




? 

JL 


t 

X 



oureiu <<*apoa** to question number forty-o*** of 1** e*u«si~ 

tionasire. 



X 



r> c. ! 

r M. H7- ?v o; .:• , f • 

,.r -r i • Uivr: ~v, : *x:» I, *?!"*/- 



lx; erleno*« 



r viii 



■MfcV 



I 9fAi 

O, 



*&$1« ©* ortanit; afforded at Individ' al 
duty 5t*tioRs for iaprova-'at of Quali~ 
for ,-*t*atUl la 

current r%*4k* 

klV* V ,*000.0*0. 90*0*. 9*OCOO*«* 

0 1 U* li/eoojoeaetvoo.o.o.o.*®****** 1 **’"** 

^©tal**. «»» 

-octant to •jul«h •ssigmsonti at in* ivldv*X 
duty -rations coetri^ateo add it lens i 
iHKsesvary for a sacoossful 

carver i 

Ore* tly * * 

.*lye««#9oe>*e«*e»cu*eott&ee««*e us 

Ht tit 

ot^lv O B 9 « 0 « « 9 * a*«0- 

^ataine* on j*rtir'U»? asaif^^nta for -x> 
txnduli onx •• ^ t» sot ;•• 

the * 

Itfll 3 « 04« I J j a » • t s» * # o ' *• ® *• ©to«*»** *> • * ®«> 

Wl’ teu««}9dac»a4>aai<H' *»*•«**•*© op.®** • o 

Sle («««}»»• ***3 

Valu* •• il* .*r*l d'it; in tne l*i’S ‘0 • *« 
it el 1, irl.ual *r 

t#«tuAicul o>illty< 

Ol "I I ' ' • 0*»3«9»«««»C* **0.4«.C*»« 

e J .1^ , 80j©o*OPt>y«o***a***oo»»«* - * 



total. 



a o c <* * a < 




6 l P 

$ M 


















-JL 



3:! 

,- r 



r^- 









oo : - • t'crijo v . i* 1 !: - • , 

t»if ** ; . r tJ-rJ •' r • ' r * 1 - f '* 



i-i'tu 



53 



Distribution of responses between each rank were closely 
proportionate excepting for Captains all of who® responded 
"Usually." 

Question twenty-two asks, "To what extent have 
your various duty assignments during tours of duty usually 
contributed additional experience necessary for improve- 
ment of your qualifications for a successful career in the 
n&val service?* The distribution of responses "Greatly" 
end "Moderately" in the rank of Lieutenant end lieutenant 
Junior Grade were approximately equal. Otherwise the dis- 
tribution between ranks was in similar proportions. 

Question twenty- three asks, "Have you ever been 
retained on particular assignments for an unduly long 
period due to your proficiency in the particular assignment?" 
end also asks of those responding in the affirmative "In 
what way has this affected the progress of your career?" 
Distribution of responses within ranks was somewhat slasiiar 
except for the rank of Captain, Co sender and Lieutenant. 

The Captains all answered in the affirms tive. In the rank 
of Co&iumder and Lieutenant the responses were closely 
divided between M Yes H and rt Ko." All but five of the 
officers who answered in the affirmative Indicated that the 
retention to which they referred either had no discernible 
effect on their progress or was favorable, k typical 
st^te^ent is quoted fro® a questionnaire suholtted by a 
Lieutenant am 1 a Cooraanderi 
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Difficult to erasure at this time, rossibly little y 
depending upon future course of my career. If it is 
concentrated on planning and logistics t robably bene- 
ficial; if on operations, definitely adversely, 

broadened — as I got various assignments with the 
coiBi&and* 

question thirty -nine asks, '’Have your collateral 
duties ordinarily been of value in the improvement of your 
administrative or technical ability?" Responses; fro* 

Captains were limited to "Usually” and "Seldcwu* -espouses 
from Lieutenants did not include "Never," side fre® these 
exceptions, responses were similarly distributed within 
each rsnk. The following statements represent the type of 
comment made in response to this question? 

Km presently assigned seven collatcrrl duties not 
connected with supply. This does not include collateral 
duties which would improve administrative ability. 

Usually time constating distracting to primary duties, 
considered by most officers as one of the necessary evils. 

Some value gained from Audit Boaz'ds and Cour im- 
partial experience *— however, most of this was done at 
expense of priory duty. 

Many valuable lessons, which may be effectively 
applied to primary duties, are learned fro* collateral 
duties which are often considered a mere nuisance. 

Table XX presents the response to questions thirty- 
seven and thirty-eight, question thirty-sevs n »sks, ’In 
what form would you prefer to receive instructions from >our 
cui-erior?” Those few who prefer "Orders” i** th* 

Lieutenant Junior Grade and Lieutenant Compandor r-n«s, The 
group preferring "Detailed Instructions” did not include 
Captains, side frou these exceptions the distribution 
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within each rank was very sisiiler. 

question thirty -flight in reference to question 
thirty-seven asks, ’’Which of the foregoing most accurately 
reflects your general experience?” Lieutenants and Lieuten- 
ants Junior Grade constituted the group which indicated 
*£© tailed Instructions,” Captains limited their responses 
to ^General Instructions,” Aside from these deviations the 
pattern of response in each rank was similar, 

Many comments were received in response to these 
two questions. Typical statements of officers selecting 
various options were: 

Ey suggestion and use of one’s initiative I believe 
all factors ere accomplished to the greater satisfaction 
and efficiency of all parties concerned. 

Unless there is personality friction between two 
officers, discussion and mutual agreement rovides the 
most effective method of passing instructional the 
knowledge of both officers can be combined, 

I prefer that a superior give me a general idea of 
whet he would like — then let zee worry about the method 
of accomplishing the job and merely present hi© with the 
results. 

detailed written instructions leave no room for mis- 
understanding of duties arid scope of responsibility and 
if properly handled need not adversely . ffect initiative. 

Table XXI presents the response to question twenty - 
nine, ?f Xn what way were you stimulated in your ambition or 
initiative?” Responses were ranked on a scale of on* to five 
in all but seventeen Instances when « scale of one to six 
was used, 4 eventeen of the participants listed ot; t>r rea- 
sons with an average ranking of ^,5* These reasons were 
principally concerned with self-initiative end ambition. 
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£3 the average ranking suggests there mas a iterate 
degree cf dispersion for each factor* The only case in 
which a prominent modal accrued was in the case of 

“wolf -recognition of ability” which was ranked in fifth 
place by 4.3*0 per cent of the participants* In all other 
cares the distribution of rankings mas essentially bi- 
modal* 

Table XXII presents the response to question twenty, 
“In "hst way have you benefitted by in-service training or 
guidance which you have received in Supply Corps organiza- 
tions at which you h* ve served?" The average rating of 
listed factors was determined by assigning values of one, 
two *nd three respectively to the verbs! ratings of 
“Greatly,” “yoderately" and “tittle” respectively* The 
average rating of factors wes 1*39 for “?*»cts turned," 

1*49 for * Methods L earned,” 1*81 for * stimulation of 
Ambition,” end also for "fevelopsent of Favorable Attitudes,” 
1*66 for “Ideals or Principles Developed” snd 1*89 for 
"Example of Superiors* w Twenty officers listed other 
factors which received an average rating of 1*3* Descrip- 
tions of these factors were “sound business practice,” 
Responsibility end “Desire to do the very best job I can*” 

Table XXIII presents the response to questions 
twenty-eight, rt Fhat is the relative importance o' factors in 
your service experience yhlch have contributed to your quali- 
fications for more responsible positions?” The factors mere 
ranked on © scale of one to six in all but twenty-three case* 
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where a scale of one to seven was employee* Persons 
including other factors gave them an average ranking of 
3*3* typical descriptions of these factors were "Dele- 
gation of responsibilities by superiors and confidence in 
results | M and "Responsibility forced study*" 

Table XXIV presents the response to question nine- 
teen, "In your opinion what degree of responsibility shsalc) 
be assumed by the following parties for the training and 
development of individual officers?" Each of the options 
were ranked on a scale of one to five by the participants* 

A clearly defined model group of rankings appeared for 
every option excepting the "Bureau of Supplies and Accounts m * 
The distribution of rankings for this option was bi-sodal, 
31*1 per cent of the participants ranking it in first place, 
16*8 per cent in second place, 14.3 per cent in third place, 
34*7 per cent in fourth place end 3*1 P©r cent in fifth 
place* The modal groups for each of the other factors was 
53*3 n*r cent of the ferticipants ranking "Bureau of Saval 
Personnel" in fifth place, M.l per cent ranking "Coma* racing 
Cf fleers" in third place, 41.5 per cent ranking "Immediate 
Superiors" in second place and per cent ranking ach 

Individual Officer" in first place. 

Table XIV presents the response to questions forty- 
tr?o, forty-three and forty-four. Question forty-two asms, 

"In your opinion are Supply Corps Officers ordinarily 
sufficiently familiar with the content and application of 
J&vy Civilian Personnel Instructions?" The officers who 
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inser ted uncertainty did not Include the rank of Captain 
or Lieutenant Coxs&ander* Aside froe these differences the 
distribution of response by rank reflected alstost no 
variance* 

Question forty-three asks, “Do you consider that 
Supply Corps officers, in general, should be given specific 
training in Navy Civilian Per sotnel Instructions?” The 
only apparent variance of response between ran^s mas in the 
rank of Captain end Ensign* Each of these groups gave 
ummi&oua responses in the affirmative. oso of those 
responding "No 1 * cordon ted to the effect that detailed train- 
i ng in this area was not necessary or desiroable* 

Question forty-four asks, M Bo you fool that your 
training in the Navy has increased ycur ability to cypress 
yourself clearly and concisely?* The only variance In dis- 
tribution of response mas in the rank of Captain end Ensign, 
rhirh groups gave unanimous responses in the affirmative* 

The following statement is typical of comments &ade by some 
of the participants caking negative responses to this 
questions 

Subject officer has had wide civilian experience 
as a public speaker end nrvepeper men; while undoubtedly 
some improvement has occurred because of noraal mental 
isaturity during six years in the Navy, the seme* or 
greater development, would have occurred as a civilian* 
Hence nsvsl training is not considered a factor. 

Table XXVI presents the response to questions thirty - 
t* o thirty-three, Question thirty-two asks, “In your 
opinion, is there a shortage of vell-cualified officers in 
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the Supply Corps?” Distribution of responses within ranks 
revealed some variance of opinion. Captains wore not re- 
presented in the group responding ”A great shortage.” The 
group responding “There is a surplus” included the rank of 
Lieutenant Commander and Commander only. The group expressing 
uncertainty was limited to the rank of Ensign, Lieutenant 
Junior Grade and Lieutenant. 

Question thirty- three asks, B If , in your opinion, 
a shortage does exist, to what do you attribute the cause?” 

Hone variance in rank distribution was observed; those res- 
ponding ” Insufficient training” included all ranks except 
Captains and Ensigns and those responding “Inability to pro- 
perly express themselves...” represented officers in the rank 
of Lieutenant Junior Grade and Lieutenant only. Excepting 
for these variations rank distributions were substantially 
the same. Those indicating other reasons made reference 
to the officer procurement program. 

Table XXVII presents the response to questions forty- 
seven and forty-eight. Question forty-seven asks, “Have you 
gotten any ideas from this questionnaire which you intend to 
utilize or consider in the grooming of your subordinates?” 

question forty-eight asks, “Should a cajority of the 
persons surveyed express further interest in this study, a 
tabulation of the questions with total responses will be 
mailed to the entire distribution list. Do you desire a copy?” 
Several of the participants supplemented their affirmative 
answers with comment such as the following: 
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It la considered that an analysis of this Ques- 
tionnaire! plus the one distributed about a year ngo f 
voalti be of considerable interest and definite value 
to Supply Corps officers who are interested in the 
future of the ftavy. 

A reel pleasure to see this type of poll bring 
token for the fooo of the corps* X hope that en- 
couraging and useful results will br obtained end that 
they can be used to our advents ge* 

The other questionnaire to which the ferner cogent 
refers ws oistrihuted by Robert J. Cerh&rdt in his study 
of t a rear Fiaimin? for Jfovy Supply Corps officers* (11) 

fifJ3rri;l..ep«gfn tg. received.* Fifty-fivi per cert of 
the - ucs^ioaiurir**, one hundred and nine, contained general 
corx.ert* 'oa-e discussed the jubject of traiaiaz in graerel 
teres, others enumerated specific shortcomings of present 
rectiecr and several others contained specific reeo*>- enda- 
tions. The statements which have been selected Tsr quota- 
tion herein sro excerpts frcs t c ©argents free uently s&»d€ by 
otticers i« various ranks: 

should require actual in-service training 
j.regra&a of all activities under its cognizance end 
raVe a positive check on operation end effectiveness 
of such progra&s. 

In general tn« oiilcer &$ a leader is often ex^er- 
looked in the great need for working hands, "ont 
officers are happiest when they are turning over lots 
of nper on their desks, so r^aybe it will require force 
aUv coercion from the highest levels to impose in- 
service training programs. It is recomrendcd that the 
ccKSftltte* consider and snalyae the *ork Improvement 
rograa in effect for Civilians as a source of doctrine 
or officer personnel. 

There are fewer noil-rounded f apply Corps officers 
than the flavy needs and rore f apply Corps Officers 
qualified only in certain fields than the *evy needs. 
Lack of knowledge in the field of accounting acong 
apply Corps officers is appalling. 
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I feel that qualifications as presently promulgated 
are vague and very seldom is current in-service train- 
ing adequate for specific requirements for promotion. 

The continued transfer of senior line officers, 
Lieutenant and above, to the Supply Corps has been ex- 
tremely detrimental to the Corps, both technically and 
administratively* Transfers to the Supply Corps 
should be limited to Lieutenants (JG) and below* 

To sy way of thinking the selection of candidates 
to postgraduate and other courses leaves a lot to be 
desired* fcaybe I’m wrong in my thinking, but it seems 
that it 1 s who you know and not what you know is the 
governing criteria* The rotation of officers should 
be given considerable thought, too* The •politicians 1 
in our midst keep themselves well intrenched in desire- 
able jobs, while the rest of us on the perimeter con- 
tinue to be rotated* 

The individual officer, in the interest of his own 
career is the most important link$ however, he is 
limited to what he can do, and his initiative and 
enthusiasm must be ‘sparked* by the C*G* if training 
is to be successful. 

One of the most important items in my mind that you 
mentioned is the ‘Navy Civilian Personnel Instructions.* 
The lack of understanding of these instructions by 
upply Corps Officers e^catly hampers our work — 

Junior officers should receive training along these 
lines before they are ever faced with the problem of 
Civil Service Personnel — If all officers knew these 
instructions half as well as their civilians we would 
have a better group of civilian employees* 

I believe that no Ensign or Lieutenant Junior Grade 
should s^rve as a department head on his first afloat 
cruise, but should be assigned as a department head 
afloat upon the completion of his first shore duty 
following a tour afloat as an assistant to some Senior 
upply Corps Officer. 

Believe there is a tendency for some SC officers to 
take too much for granted and have a lack of details 
that so cany times are of utmost importance. In other 
words too much reliance (IOC#) on their subordinates 
without actually knowing what is going on in their 
dept* Famous last words ‘The chief said it was OK . 1 
The t»C officer is still and always will be the respon- 
sible individual and it is his Job to know his work 
and to determine what he believes is the most impor- 
tant without losing sight of the fact many items which 
appear insignificant are many times important* 
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An officer is an individual with greater or lesser 
abilities. These abilities should be studied rather 
than judging purely on rank. Treat an officer as a 
person or an individual not as another hole in an EiUK 
card. Study his personality, smooth his rough edges 
and give him the opportunity to •own* his particular 
assignment. Pride of ownership in a billet makes for 
a better job. 

It is suggested that the BuSandA take a stronger 
interest in the training of enlisted personnel which 
have been in such extreme shortage in my experience 
on sea duty. It is felt that the training of officers 
could be advanced by more adherence to the principle* 
of granting individual officers requests where possible. 
It seems that officer requests are scanned upon reach- 
ing the Bureau and if no Immediate opening exists, the 
rerues t is filed in the nearest waste basket. 

In the interest of improving morale I suggest that, 
if possible, an officer should be informed approx- 
imately 90 days prior to receipt of transfer orders, 
thereby permitting him to make necessary arrangement 5 
for leaving family, household effects, etc. at present 
locality and also to permit opportunity to arrange for 
living accomodations at new location. 

Under the present system of assignment the type of 
duty to which you are to be assigned is unknown to 
individual officer until he receives copy of his orders. 
It is realized that exact assignment of individuals can- 
not be determined this far in advance, but assumed that 
type of duty classification could be reasonably pre- 
dicted, Given this advanced informs tion I a® certain 
that career officers of the Corps would utilize all 
available resources, free time, and directives so that 
upon ultimate assignment to new station they are in a 
ready-to-take over position. This preliminary prepara- 
tion for next assignment must now be accomplished in 
most cases during proceed time and relief period at 
new billet. 

Recommend that a supply refresher course similar to 
General Line School for line officers be established for 
upply Officers. Many of us went through upply chool 
in four months and have not had experience in all phases 
of supply. 

The single biggest fault in Saval officers today, 
both line and staff, is their inability to understand 
and apply simple truths of personnel administration. 
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X»ir>CUS52CH knv umrKPi-i'Tmo* 

General . The sample of Supply Corps officers which 
was obtained for the s urvey appears to be adequate end repre- 
sentative of the Supply Corps (See Table I). Although the 
rank of Admiral was not sampled, the sampling procedure 
would not have permitted sore then two Admirals to have been 
included# In addition it should be noted that analysis of 
responses to the questionnaire did not disclose any marked 
differences of opinion* attitude or development experience 
between the different ranks of personnel sampled# 

The officers surveyed represent a wide variety of 
personal and naval service backgrounds (Sec Tabic II). 

Their characteristics in terms of age, education, officer 
status, duty classification and naval service Included every 
conceivable category. One interesting fact which was re- 
vealed but cannot be accounted for through the survey 
results was the inverse relationship of accrued non-cocsls- 
sloned service and seniority in rank. 

Similarly the current placement of these officers 
(Cee Table III) includes a diverse variety of naval organiza- 
tions and positions. Forty -one per cent of the group are 
assigned «9 commanding officers, off leers- in-charge, execu- 
tive officers or executive assistants and department heads. 

It should be noted that incumbents of such positions ere 
usually in a position to establish and conduct training 
progr & 3 . Furthermore articles 0710, 0803 and 0903 of Kavy 
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Eegttl&tions (l8 t p. 83ff) direct that this be done end 
article 09 C 7 (l3 f p. 111) states that responsibilities ©f 
subordinate personnel "shall include the supervision and 
training of personnel assigned to thea." 

Tlx survey results my well be considered in the 
light of these factors and the fact that 38*7 por cent of 
the officers in the survey group do supervise other officer 
personnel* In other words, although the survey results 
reveal certain pronounced attitudes, opinions and expert 
iences of the officers surveyed, a substantial proportion 
of the officers are in a position to influence other Supply 
Corps officers along the linos which they advocate* 

&n attempt has been cade herein to state nor© 
systematically , than was possible in a statistical account, 
the results of the survey and seco of their implications 
for practice* The results have been grouped into several 
topics pertinent to development of personnel* These topics 
which include personnel organization and policy, tools end 
records, trainlrig, incentives and related factors are dis- 
cussed in the following text. 

Personnel . ftrrnnigstion and volley. That officer 
personnel organisations in the field are not all that they 
should be appears evident (See Table IV)* Sixty-five per 
cent of the participants reported non-observance of one or 
more basic organization principles in naval organisations 
in which they have served. Of the four principles on which 
cosxftvnt was sought the one which was nost frequently sen- 
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tloned was delegation of authority coa^ensurato to respon- 
sibility. Others were the principles of single account- 
ability, span of control and homogeneity of duties which 
were mentioned in that order of frequency, Cne of these, 
span of control, was confirmed by examination of objective 
data ( &ce Table 7} which revealed that the average number 
of personnel directly supervised by, and directly account- 
able to, the participants was over 18 persons for mzh 
rsn& excepting Captain, 

Tavis (9, p. 68) states "The delegation of respon- 
sibility should carry with it a commensurate delegation of 
authority*" This principle is widely accepted as a funda- 
mental requisite in any form of human organization* It 
should he noted however that Sfovy Begulstlons do not re- 
quire delegation of authority. These regulations (21, p* 81) 
state: 

thile he may, at his discretion, and when net con- 
trary to law or regulations, delegate authority to his 
subordinates for execution of details, such delegation 
shall in no way relieve the commanding officer of his 
continued responsibility for the safety, well-being, 
and efficiency of his entire comas® nd. 

Tavis (9, p* 66) also states "It Is desireable wherever 
possible, that lines of authority and responsibility be so 
developed that we have single accountability." Ve recog- 
nises span of control to be flexible but states <9i !>• 57) 
"Experience indicates that the number should not be loss 

than three nor more than scjfen." Ee further concludes 
(9» P* ?8) "In general, it is possible to supervise 



satisfactorily a larger number of similar functions than 
dissimilar functions." 

holden, Fish and Smith (13, p. 5) conclude "Top 
executives, no matter hoe competent, cannot function with- 
out a sound plan of organisation.* They further state "In 
any company, clarification of the top structure is the first 
requisite, since confusion or vagueness at the top is 
reflected downward throughout the organisation.* Although 
these conclusions specifically pertain to business and 
industry it appears that organisational clarification and 
careful structuring are a prerequisite to effective func- 
tioning and development of personnel as well as the organ- 
isation. In passing it should also be noted that the Air 
Fore© has adopted these four principles (AAF Hegulsti on 
Ko. 40-6, J Eay 19*7) es basic concepts cf organisation. 

The participants were almost equally divided on the 
question of development policy (See Table VI). Fifty-one 
and eight tenths per cent stated that the primary respon- 
sibility cf an officer-in-charg© should be the day-to-day 
efficiency of the station. The balance of 46.2 per cent 
stated that development, short and long range, of ubordl- 
nate personnel should be the primary responsibility of a 
coaramding officer. The attitude of the majority is in 
conflict with naval policy (3, P* 8) which states: 

The long range development of capable and deserving 
officers is of much more importance than the day-to-day 
efficiency of a single ship or station. 

Consents received indicated that those who felt officer 
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development should be a pristary responsibility of couxr^n- 
ding officers believed that only through such means could 
the stations efficiency be effectively improved. This 
latter concept ia consistent with current thinking in 
business sm industry (Tee page 3) as well as naval policy 

In regard to officer assignment policy in field 
organisations of the Supply Corps it is apparent that 
opinions are quite diverse (See Table VII). However, the 
qualifications of an officer for a contemplated billet 
were felt by most of the participants to be the primary 
consideration. Secondly, it appears that an officer*# 
career requirements should be considered in asking the 
assignment. Vacancies in the organization and the corres- 
ponding of ranks and billet ere considered of least 
Importance, third and fourth respectively. 

It was noted that such an assignment policy is not 
always followed (See Table VIII). Slightly over 60 per 
cent of the officers reported that it was usually followed 
and 39« 4 per cent reported that it was rarely followed. 
Even greater deviation was revealed by analysis of ues- 
tionnsires which outlined an officer assignment policy 
identical with that of the group average. In this group 
53*6 per cent reported that such a policy was rarely 
observed while only <6.4 per cent reported that it was 
usually observed. Comments received indicated that rank 
end organizational vacancies were ordinarily the basic cri 
teria for placement purposes rather than qualifications 
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slid officer career requirements. 

The attitude of the group in regard to the relative 
importance of factors in the placement of personnel seems to 
bo appropriate* Tiffin (19 f p. 1) supports this attitude by 
stating **Tke success of personnel placement depends upon 
placing every individual on the Job that matches the capacity 
of the individual and upon giving him adequate and specific 
training to do the Job." Such a policy permits assignment 
of those "Best fitted* to particular billets and fosters 
their growth or progress in their careers. 

Personnel tools and records. Tho Qualification 
Jacket possessed by each officer is frequently the only basis, 
aside from a personal interview, on which proper placement 
of an officer can be determined. The survey group was some- 
what divided in their opinion of the effectiveness of this 
record (See Table IX). A slight majority believed it to be 
inadequate in so&e respects. 

So mm specific shortcomings of this record were 
apparent from both the distribution of responses to objective 
questions as well as comments received. Bofcronce to Tobies 
IX and XIII reveals that although twenty-nine officers ere 
in training for acre responsible duties through station 
programs, seventy-four are reported as in training for such 
duties on fitness reports « copy of which is filed in the 
qualification jacket. In contrast to this situation is the 
fact that the majority of those taking positive steps 
toward self-development are not being reported as in training 
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for more responsible duties® nalysis of comments received 
reveals, in addition, that entries are sometimes inaccurate, 
brief, not current and that the qualification j cket is not 
always used. 

It appears, on the whole, that this h* sic record is 
not regarded favorably. Horever, objective c-ta from which 
a person’s qualifications can be evaluated for placement 
purposes is desireable. It would seem that tnc substantial 
lack of regard for this record lies in pert in the routine 
maintenance end use of the record es veil as the fact that 
qualifications are not, in the opinion of tne artici, nts, 
considered of primary importance in current pl^ce^ent i prac- 
tices. 

The fitness report is another basic tool nd record, 
for appraisal of officer performance, which is not apparently 
used to maximum advantage (See Tables a and >.!)• I though 

one basic purpose of fitness reports is to provide data 
for selection and promotion, it can »leo s rve or motivation 
and placement purposes. Holden, ‘ ish and mith (13 9 P* 122) 
include the following as requirements for effective use of 
merit ratings in industry} 

1. The individuals rated should be informed of 
their weaknesses and guided or assisted in tl eir cor- 
rection through special training and supervision. 

2. Improperly placed personnel shoul- reassigned 
to better advantage. 

3. Key employees who do not fully **?sure up to 
requirements after repeated efforts twr.rd their 
improvement should be removed from these os it ions in 
order not to jeopardize the effective functioning of 
the organization. 
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Ml but 12 • 6 per cent of the participants h sit been 
shown their fitness reports usually or always (Table X), 
However, this has ordinarily been limited to e visual review 
(Table XI) which has not served cither to satisfy or &otl- 
vote the person rated. Furthermore it has not facilitated 
development of the personnel rated since their shortcomings 
have often been unknown to themselves, as evidenced by com- 
ments received. 

The participants were almost unanimous in their 
desire for frank and comprehensive discussions of fitness 
reports, irrespective of ratings assigned. However, only a 
relatively smell proportion of them have boon of forded such 
an opportunity* Those few who have experienced such dis- 
cussions felt that they hud benefitted substantially thereby. 
Comments received indicate that such discussions must be 
voluntarily end interestedly initiated by the rating officer 
since the subordinates are reluctant to broach the subject. 

The survey group considered that fitness report 
recommendations for future assignment of persons rated 
should provide for both assumption of greater responsibility 
end broadening of experience (See Teble XII), However it 
was noted that a substantial number, 31«6 per cent, believe 
that : uch recommendations have in the past often rovided 
for ssignaent of individuals to positions for which they are 
already fully qualified. Only a few members of the survey 
group Indicated that the latter basis for such recommenda- 
tions was desireeble, It should be noted that. -*avy rotation 
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policy (1, p. 35?) olct*tcs assignment "to billets requiring 
bro . or responsibility*" It should also b» realised that 
I* rg* as the !tavy Is, it Is conceivable that billets invol- 
ving broader responsibility sway, ot tires, be fewer than 
the proportion of officers who are not fully qualified in 
such duties* 

Training . Relatively f evs of fch* officer* rarveyed 
-re participating in any station development or guidance 
program (Gee Table Z-1XI), either for the job or for future 
job”. K larger proportion are doing so on ih»ir o«n 
initiative through correspondence courses, university exten- 
sions and reading courses. About half of the officers sur- 
veyed str ted they are not participating In any form of deve- 
lopment effort. 

Th? station braining programs reported r-w.re described 
-2 r.»v* tion of >sslgru/*nts 9 or& Improvement rogrsfc, re- 
wired correspondence courses, movies, lectures an*. guided 
toi. . The number of officers reporting training rogrsms 
r.t only 27 -s compared Mth forty-five officers ho stated 
they re i«rtlclp*tlng in on-the-job training for the job 
tin! twenty -nine -ho stated t hey were In training for more 
reborn rib le c-aties. There »*»$ so#© evidence In 001. 1 cats 
received to indicate the discrepancy mey be accounted for 
t rough varying definitions of training. ' : or*e of the 
officers considered themselves In training by virtu© of 
titur ex loywent on a Job. Others also considers them- 
selves in training by virtue of their being in line for 
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esoveaent to another position, ifost of the® ho- ever 
apparently viewed training per so, in trr<. s of guidance, 
counseling or teachings received rather then work exper- 
ience. 

lost of the participants who haw*> observed training 
and development practices in field orgsni rations of the 
supply Corps during their naval careers rated it satis- 
factory but with ample rocs for improvement (hoe able XIV). 
A substantial minority rated it effective vhlle a seller 
minority rated it ineffective. Jt should clso be realised 
that 3 0.7 per cent of the survey group reported that no 
program had been observed during their service careers. 

This latter group coupled with those rating training and 
development as ineffective constitute little less than 
half of the survey group. This w*ss a rather startling 
finding, particularly so in view of the continued emphasis 
on naval personnel development. Comments received Indicated 
that officers are of the opinion that institution of planned 
and comprehensive development practices must receive its 
impetus from the Bureau of Supplies and Accounts. 

Specific findings in the area of training methods 
and opportunities revealed some interesting information. A 
majority of the officers feel that indoctrin tion of officer 
personnel reporting for duty at stations, is cn the whole 
adequate (See Table XV). A considerable muber however do 
consider indoctrination practices entirely inadequate parti- 
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eul&rly in the ares of personnel policies which is considered 
so by a slight majority of the participants* 

The area in which indoctrination is »©*t ede uate 
appears to be that of plant familiar lection* Indoctrination 
in the organization of the station is less do: mt% and in 
the area of basic operatic policies even less so* da- 
tively few of the officers surveyed consider that indoctrin- 
ation in any of these areas is thorough* A related finding 
nay be the fact that previous training of the officers is 
principally in the area of methods and procedures (*ee 
Table 2 VI). Only a minority of the group surveyed has had 
any training in principles of organization nnd control, 
personnel ranagr cent and budgeting and planning* 

The officers feel that the most effective technique 
in the development of officer personnel f t?hile on the job, 
is through assignment of special projects to then (’>© 

Table >VII}* Techniques considered slightly less effective 
ere example of superiors and rotation of duties* Conferences 
also arc considered a fairly effective gtfnns while movies, 
lectures, case problems, committees snd understudy assign- 
ments ere considered substantially loss effective, in the 
order enumerated. It is interesting to no to that the under- 
study system was rated poorest* This attitude is corroborated 
to some extent by the conclusions of <? cott, Clothier end 
pritgel (17, p* 323) and Collinson <5, p. ?1) who point out 
several disadvantages inherent in this technique* 
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All of the techniques have been ch - > rvc*' in use 
by &03t oi the officers excepting; the case pret3ei& tech- 
nique whicn Ihas been observed only by a btr* -\jor!ty# 
Pi-orently these techniques are essentially utilised for 
the conduct of orgaaigstionel business rsth* r th»n train- 
lag */©r se or in Adjunct thereto. This n <»r?^ tv be the 
case vhea eo&pariu*, these findings with the xr.oll number 
of officers reporting station development progrtta* 

The techniques of rotating duties of officers et 
duty stations appears to be frequently prsr cea ( ee Table 
XTXJI). Rowver, the officers i»ho have teen rotated believe 
the cause was essentially as ter is 11 sat ion vs ratifies In 

I'm organisation or changes in officer personnel organisa- 
tion structure, Relatively fee of these officers believe 
that rotation of cut leg experienced was due to planned 
development pro&r^us. The majority of t ho officers believe 
this technique i?» necessary to the iep row ••*'*. it of their 
qualification for a successful naval career# "urt!:err.ore 
ffort af those M he beli» vr «ueh a technique t r ' * «*• cessary 

*fcrt«*d they would revise th*Ar opinion in t*’.e ^***'«t that 
te**rs of duty war* lubetentlally length^. led -.q tive in 
tb® future. 

The officers f»n* rally f©*l taut »< *•!• *Vportualty 
is •ffor:ei at *h ty station* for i^prov^ r* * of tb*ir quali- 
fier tior a ; , althoJig s sabstsatial minority f ■ «. w r t uch 
opportuiiity is aeldos ifforded (Tec 7#*H« ST')# The officers 
1*0 feci t;.°t their assignment# et duty atstieru we 
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usually contributed additional experience which is necessary 
for pursuance of a successful career. subsV 1 ti'l minority 
of the officers have apparently be<n retained in -rtlcular 
assignments for an unduly lone time* however, contrary to 
prevailing opinion (3, p. 8) these officers do not feel that 
this has imposed any handicap on their career. 

Tho officers *lso feel that collateral duty is a 
Questionable source for improvement of technical *nd adminis- 
trative ability. ?hile a majority believe coll teral duty 
is usually or always of value, almost 40 per cent believe 
such duty is seldom or never of value* One of the primary 
objections to collateral duty assignments appeared to be 
their conflict with primary duties and not thrt experience 
gained thereby is valueless. 

The assignment of collateral duties tppears to be 
less discriminating than is deslreable. uc* assignments 
often Rake for heterogeneity of duties and accountability 
of the individual to two or more superiors. Necessarily 
conflict with 4 riuary duties will arise unless the assign- 
ment of collateral duties is carefully controlled **nd their 
potential effect on primary duties is recognized and 
mitigated. 

Incentives , Scott, Clothier and pri*gel (17, p. 322) 
as ell as other authorities claim that consultative super- 
vision can serve to both motivate and devflo tb* supervised 
personnel. They define consultative supervision s: 
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k process or technique of management thereby the 
supervised are not only consulted before ctlon in 
which they are interested is taken, but t'.o *12 ervised 
ere also urged to contribute constructive thought to 
the solution. 

Such a procedure in supervision is apparently pre- 
ferred by a majority of the officers (See Table : ), who 
prefer to receive their instructions from th*ir surer iora 
by scans of discussion and mutual agreement, however, only 
29,0 per cent of the officers have usually experienced such 
supervision in their naval service, the most frequently ex- 
perienced supervisory technique being the issuance of ceneral 
instructions. Other techniques experienced to a greater 
extent than preferred by the officers are the issuance of 
suggestions or orders. 

Although such supervisory techniques as issuance of 
suggestions or general instructions gmy be designed to allow 
for individual initiative they cannot approach the benefits 
of discussion end agreement which recognizes thr * u* ervised 
as competent and having authority comsaens urate to his respon- 
sibilities, Perhaps the reason for limited u«e of discussion 
and agreement in supervisory relr tionshios 1’ ue to limited 
use of the organisation principle of granting authority 
commensurate to responsibility. In any e*s* extended use of 
discussion and agreement -ould appear to promote erg^ni zationAl 
efficiency as well as satisfaction of esircs of the super- 
vised personnel. 

The officers on the whole consider the> have bene- 
fitted greater from facts and methods learned in training or 
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through experience than through personalised techniques 
such as recognition or example of superiors ( re Tables 
XII and XXIII). Here, as in the use of fitness reports, 
there appears to be room for greeter active Interest by 
superiors in the development of subordinate personnel. 

The officers feel that the prise ry stiaulMits to 
their ambition and initiative, have been recognition by 
superiors of work well done, respect >nd recognition among 
all personnel 3?lth when associated, end the ;• renting of 
superior opportunities {fee Table XXI), Obviously activa- 
tions! benefits such cs these must be deserved by the 
individual, Assuming they ere deserved, recognition would 
seem necessary and profitable fo r all parties concerned, 
Frl g r tf r d r fa ctors . The majority of the officers 
scknowledged th^t they themselves were primarily responsible 
for their own development. It was interesting to note 
however that 31,1 per cent felt th«*t the Bureau of applies 
a: fid accounts should ns. some primary responsibility. This can 
be explained to a certain extent by general eov • ts received 
as veil as those received in connection with VIII, XI 

and XIV, These comments point up a need fe** oporfcunlty to 
be afforded for development on-the-job through careful place- 
ment and interested supervision as well as orgarirffd training. 

A great majority of the officers feel that * upply 
Corps officers are not generally sufficiently familiar -1th 
the content and application of Navy Civilian >r»onnel 
Instructions (fee Tabic .'XV), An even grevter majority 
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believe training in this aree should be iv'n# r ny of the 
general cosaEents received -amplified this attitude *:m 3 in- 
dicated that such training should be given prior to the 
assignment of officer personnel to any position requiring 
supervision of civilian personnel. 

One area of navel training which rpperently bene- 
fitted the officers greatly is that of oral and written 
expression (fee Table £>V) . Only a few of the officers 
denied such training had been cf value, but eoa^ents received 
fron some cf theca indicated that they felt there was little 
rooa for improvement when they entered the Navy* 

&ost of the officers feci that there is - shortage 
of well-qualified officer personnel in the r up ply Corps. 

Other reasons frequently mentioned in general coetients 
received were: the transfer cf higher ranking line person- 

nel into the Supply Corps; over-specialisation within the 
corps; limited participation in advanced schooling and 
limitations of duty tour rotation. This sit »t ion. and the 
causes to which it is attributed serve to oc hasize further 
® need for planned experience and training. The principal 
reasons for the shortage were considered to be ioth train- 
ing and experience. 

x tensive Interest was exhibited by the officers 
in the Questionnaire (fee Table > VII). ev^nty-onr - nd 
four tenths per cent indicated that the uwstion* ire had 
i iven them ideas **hich they would utilize or nt leost 
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consider in the supervision of their subordinates* Further- 
tore 93*5 per cent indicated a desire to receive • summary 
of the results* In view of this near -unanimous desire the 
author plans to prepare an article for the apply Corps 
organ, The onthly newsletter, summarizing the findings for 
information of all Supply Corps officers. 



88 



sm£.m AST C0XCLU3I0KS 

Thfi_ .situation . The present study was undertaken 
to explore the status of officer personnel development on 
the job in field organizations of the .'apply Corps* A 
review of officer development in general revealed that the 
supply Corps compares quite favorably with executive develop- 
ment in business and industry which it so closely resembles* 
However the specific nature or extent of officer development 
on the job was not ascertainable by means of published 
literature as was possible with respect to executive develop- 
ment in business and industry. 

Accordingly it was necessary to utilize a sailed 
questionnaire as a primary Eiethod of investigation to accom- 
plish the specific purpose of this study, Pistribution of 
the questionnaire was cade to ten per cent of the Supply Corps 
officers in each rank of Ensign through Captain. Completed 
questionnaires were returned by &ore than two thirds of the 
officers sampled and in most cases were supplemented by 
comments, which facilitated interpretation of the results. 

Specific aspects of development practices which were 
investigated pertained to personnel organization, policy, 
records, training, incentives »nd related factors, f.efinite 
needs for improvement were established in each of these 
anas. In general these needs call for improved personnel 
sjinsgemeAt and huxaan relations practices. 

Come fundamental organization principles ere not 
being observed b> field organizations of the u, ply Corps. 



Chief among these Is the principle of delegating authority 
cccuensura te to responsibilities which have been assigned 
subordinates and the principle of single accountability* 
uch a condition limits not only the potential efficiency 
of an organisation but also the proper growth end develop- 
ment of its personnel. 

The question of organisation policies is also of 
vital importance to the effectiveness of officer development 
in their careers. Xore often than not policies currently 
in effect restrict such development virtue of undue 
emphasis upon day-to-day efficiency of organisations, the 
rank of available officer personnel and the expediency of 
assigning officers to ballets Therein vacancies materialize. 

The fitness report end qualification jacket are 
being utilized in altogether too routine a fashion. This 
situation is caused by currently limited emphasis on officer 
qualifications and the limited interest of su >cricrs in the 
development and growth of their subordinate personnel. 

Planned training or guidance of officer personnel is 
limited to relatively fe*? field organisations of Vie corps. 

1 though o ortunity for development of personnel does exist 
through work experience and management techniques, training 
as such is greatly neglected or carried on in an incidental 
manner. 

incentives are essential to motivate personnel in any 
undertaking. Limited use is r*ov being t?*d© of such incentives 
r 5 consultative aup« rvision, recognition of >cr* ell done 
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by subordinates and recognition through granting of superior 
opportunities. 

The consensus 8E.or»g officers surveys* indicates a 
shortage of well-qualified officers in the cor «: cue priisarily 
to Insufficiency of training and experience. ther reasons 
for this situation included limited knowledge of vy 
Civilian personnel Instructions, transfer of hi ' .**r ranking 
line personnel into the corps , over-specializr? tior. within 
the corps and conflict of collateral with prlswry duty assign- 
ments. 

, ecogfcondation s. It is recommended that the Bureau 
of applies and Accounts prescribe a basic %rt of principles 
* nd procedures for the guidance of field organ: zr, tiorts in the 
fjevelopflsent of their officer personnel, -ocn ® rograa 
should provide for the following as miniieu^ re nireu-nts: 

1. The adoption of, no conformance to. organiza- 
tional principles which are both conducive -rjfnization&l 
efficiency as well && officer growth and revelcpuwnt. 

Z. re-emphasis of d»y-to-<Uy ©rgsoiiwtifmsl 
efficiency ritk concurrent increase in e&oh* is or long 
rsnge officer development b> esn? of »t ic*. liability in 
orjeM rational efficiency will br *c5 loved. 

3 . > ©si ti vo cons iriera tion of » n off i co r 1 s * a li- 
ne: t lone and enreer require tents -feu effect i&f ing 

pl.Tcer.ent of *»n: officer. 

4. ' artful i • cr' zni?*t* v oc 1 i '* ice tion 
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jackets as well as active utilization of infers*^ tioa con- 
taints therein when effecting placement of an ofricer. 

5* Discriminating use of fitness reports as i tool 
for improving morale sad effecting proper placement »s well 
as permitting officer self -development by means of thorouchly 
frank, iaterested t cooperative snd comprehensive discussion 
of them with each individual officer reported. 

6. Indoctrination of officers reporting for duty at 
field organizations in the plant layout end operation, organi- 
zation of the installation, basic operating policies and per- 
sonnel policies of the command. 

7. The use of special projects or trouble-shooting 
assignments, rotation of officers, particularly junior 
officers, through carefully selected billets and conferences 
fis a &eans for officer growth and development as veil as 
accomplishing the work of the organization* 

8. The integration of collateral duty assignments 
with primary duty assignments wherever possible or the group- 
ing of collateral duties as a set of primary duties and rota- 
tion of such assignments a^ong Individual officers. 

9. Tne use of consultative supervision a normal 
means for parsing of Instructions to soborHnet* personnel, 
providing for discussion and mutual agre^eent on action to be 
taken. 

10. ositlve emphasis upon recognition of meritor- 
ious efforts of subordinate personnel as s •« it ns of st isola- 
ting greater and better effort on their p*rt. 



92 



It Is Also reeofiU££ttd«d that the Bureau of Supplies 
end Accounts consider taking the following action for over- 
all officer developments 

1, Provision for a refresher training program for 
Supply Corps officers similar to the General Line schools 
provided for line officers. 

2 • Provision for the training of Supply Corps 
officers in personnel management particularly in the area 
of Civil Service personnel administration* 

3* Assignment of Ensigns as Supply Officer only 
after at least one tour of duty under sm experienced officer 
of the Supply Corps. 
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30 YRS 



F LAG RANK 



25 YRS 



2ND AND 
3R0 
YRS. 



1ST 

YEAR 



NATIONAL WAR COLLEGE 



NAVAL 

WAR 

COLLEGE 

(LOGISTICS) 



INDUSTRIAL COLLEGE OF THE 
ARMEO FORCES 



ARMED FORCES STAFF COLLEGE 



FUEL 

COURSES 



CARGO 

HAN- 

DLING 

SCHOOL 



GRADUATE 

SCHOOLS 



BUSINESS 
ADMINISTR AT ION 



PERSONNEL 
ADMINISTRATION 
AND TRAINING 



ADVANCE 0 FOOD 
SERVICE COURSE 



LOWELL 

TEXTILE 

INSTITUTE 



(textile 

ENGINEERING) 



QUARTER- 
MASTER 
FOOO AND 
CONTAINER 
INSTITUTE 
FOR THE 
ARMED FORCES 



(SUBSISTENCE) 



ELECTRONICS 




AVIATION 


SUPPLY 




SUPPLY 


OFFICERS* 




OFFICERS’ 


SCHOOL 




SCHOOL 



NAVY SUPPLY CORPS SCHOOL 



LIEUT 

COMDR. 



LCUTENANT 
(J-GJ 



ENSIGN 



This chart demonstrates the various courses open to supply officers. 
Approximate times are shown at the left , and rank * of eligibility 

at the right. 
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SCHOOLS AMO COURSES AVAILABLE TO REGULAR SUPPLY CORPS OFFICER PERSONNEL 



CONVENING DATE 



LENGTH 



General Service Course 
Navy Supply Corps School 
Bayonne. New Jersey 

Business Administration 
harvard 
St anf ord 

Training in Industry 



Textile Frig i nee ring 

Lowell Textile Institute 
Lowell. Massachusetts 



July January 7 l -i mos 



September 2 yrs. 



Between first ami second years 3 mos . 

at Graduate Schools of Business 
Adrri ni s t r a t i on 

September 2 yrs. 



Personnel Administ rat ion and June 

Tra ining 
Stanford 
Ohio State 
Nor thwestern 



Armed Forces Staff College 
Norfolk. Virginia 

Industrial College of the Armed 
Forces 

Washington. D C 

Naval War College 

Newport. Rhode Island 
Senior Course 
Loe i s t i cs 

National War College 
Washington. D. C 

l'. S Naval School 
Cargo Hand 1 l ng 
Naval Supply Center 
Oakland. California 

Quartermaster Food and Container 
Institute for the Armed Forces 
Chicago. Illinois 



Februarv September 
September 

August 

September 
Apr l 1 Octohe r 



March August 



5 mos . 
10 mos 



10 



mos . 



10 mos 
6 mos . 



26 wk s . 



Advanced Food Service Course 
Camp Lee . Virginia 



Sept emt>e r 



10 



mos 



Aviation Supply Officers School 
Memphis. Tennessee 

Fleet ronic Supply Officers Course 
Electronic Supply Office 
l S Naval Supply Depot 
Great Lakes . Illinois 

Ship's Service Store Management 
Cour se 

L’ S Navy Ship's Store Office 
B r ook I vn . New So r k 

Fuel Plant Operations Course 
Pt Molate. California 

Radiological Safety Course 
Biloxi. Mississ ippi 

Armed Forces Information School 
Carlisle. Pennsylvania 

Five Term Program 

Various NTO1C Colleges 



As reciuired 
.As reouired 

Not scheduled 

As reouired 

Per iodic 

April August N'ovembe . 



7 wks 
3 wks 

0 wk s 

2 wk s 
6 wk s 
14 wk s 
S semesters 



Details concerning submission of applications are pr ofV* ? 8 1 ** f r ? J* 
in the NTTWSLETTTIR and Navy Department Semimonthly Bulletin Specific 
MV be s«u^d lr» the Nava 1 Personnel D.v.sron (011) of the Bureau 



may be sec 
arxl Accounts 



t imp to time 
i n f or ma t ion 
of Suppl its 



ENCLOSURE (J) 

CATEGORY TEN - OFFICERS OF THE SUPPLY CORPS 
Promotion Stigos 1, EfcS to LTJG; 2. LTJG to LT ; 
3. LT to LCOR; A. LCDR to COR; b. COR to CAPT. 



PART I-- EXECUTIVE 

S«rn« as Category' Ona part Ona of enclosure (A) 
PART I I - OPERATIONS 



SUBJECT 

A Logistics 



D. Navy Supply System 



C. Naval Supply Establishment 
Ashore 



PROMOTION STAGES 



BIBLIOGRAPHY 



1,2, 3.4, 5 



1 , 2 . 3 . 4, 5 



1. 2,3,4, 5 



(a)*General Line School Pamphlets 
on Logistics: 

I I ) Personnel 
2) Transportation 
3) Introduction to Logistics 
41 Supply Services 
51 Material Functions 
61 Maintenance 

7) Financial Administration of 
the Wardroom Mess 
•To be distributed to all Ship 
and Station Libraries prior to 
August 1949- 

(a) CJ*> Itr Serial 206 P411 of 28 
February 1947; ND Semi-Monthly 
Bulletin of March 1947-47-309. 
ND Semi-Monthly Bulletin of 
March 1947-47-340, ND Semi- 
Monthly Bulletin of 15 May 
1947-47-446- 

(a) BuSnndA Manual - Volumes I and 



D- Naval Supply Establishment 
Afloat 



1,2, 3, 4,5 (a) 1 uSandA Manual 

and IV. 



Volumes III 



E. The Bureau of Supplies and 
Accounts, its functions and 
admi ni s t rat ion 



3,4,5 (a) BuSandA Manua 1 

Regulat ions. 



Volume I. Navy 



PART I I I - TECHNICAL 

Each officer will elect either A or E as a major technical field for examination, 
the other will be considered a minor. If A is elected as a major field, the candi- 
date will take examinations in any four subjects in fiscal and one subject under 
supply as a minor. If B is elected as the major field, the candidate will be exam- 
ined in two subjects under supply and two under fiscal as a Minor. 



A Fiscal 

(1) Disbursing Afloat 

(2) Disbursing Ashore 

(3) Travel 

(4) Accounting - Stores 

(5) Accounting - 
Appropr i at i on 

(61 Accounting - Industrial 
- (Navy) 

(7) Accounting - Cost 
Inspect ion 

B- Supply 

(1) Afloat, including general 
Supply, Commissary, Ship's 
Store and Clothing and Smal 1 
Stores 

(2) Ashore 

(3) Ship’s Service and Corrmi s- 
sary Store 

(4) Navy Purchasing 



1.2 

3.4 

1.2,3 

1. 2.3.4 

1.2. 3.4 



3.4 

2.3.4 



1. 2,3,4 



3.4 

2.3.4 

2.3.4 



(a) BuSnndA Manual - Volumes II, 

III, IV. V. VI and VII - and 
Navy Travel Instruction, except 
for A(7), Accounting - Cost 
Inspection and B(4) Navy Pur- 
chasing. No specific references 
are available for these areas 
and officers should not choose 
them without having hat! consid- 
erable experience therein. 

(a) BuSandA Manual - Volumes II, 

III. IV. V, VI and VII - and 
Navy Travel Instruction, except 
for A(7), Accounting - Cost 
Inspection and B(4) Navy Pur- 
chasing. No specific references 
are available for these areas 
and officers should not choose 
them without having had consid- 
erable experience therein. 
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APPENDIX C 



CAREER DEVELOPMENT 
IN THE 

SUPPLY CORPS 



AN OFFICER SURVEY 



N-C-T-E 



Read each question through completely and 
carefully before making your answer. 

Mark some answer to every question. If you 
have more to say add it, but first mark one 
of the suggested answers. 

Check and make sure you have answered every 
question before you place this in the return 
mail. 

Be sure you do not write your name, file 
number, or address anywhere on this ques- 
tionnaire. Only your thoughts are wanted, 
not your identity. 



1. What is your present rank? ________ 

2. What is your commission classification? 

3. Is your duty classification General Supply? 

.1 Yes 

.2 No (Indicate your specialty) 

4. What is your age? (As of your nearest birthday) 

5. How many year3 of active service have you completed? 

.1 Years of commissioned service 

.2 Years of non-commissioned service 

6. What is the highest level of formal schooling, civilian or military, 
which you have completed? 

.1 Less than high school graduation 

.2 _____ Graduated from high school 

.3 Some college but did not graduate. Completed years 

.4 Graduated from college 

.5 Some post-graduate work. Degrees received were 

7. To what type of organization are you currently attached? 

.1 Naval Supply Depot 

.2 Supply Demand Control Point 

.3 Navy Purchasing Office 

.4 Supply Department Ashore 

.5 Supply Department Afloat 

.6 Disbursing Office 

.7 Staff Organization 

.3 Other (Specify) 

8. In what capacity are you serving? 

.1 Commanding Officer or Officer-in-Charge 

.2 Executive Officer or Senior Assistant 

.3 Internal Department Head 

.4 _ _ Internal Division Head 

.5 Other (Specify) 

9. How many personnel do you supervise? (Indicate the number of personnel) 

.1 Directly supervised (Include only personnel directly 

accountable to you) 

.2 __ ___ Directly and indirectly supervised 



10. What la the category of personnel you supervise? (I those applicable) 



.1 Officer 

.2 Enlisted 

.3 Civilian 

11. Are you receiving training or guidance to Improve your qualifica- 
tions for the position to which you are currently assigned? 

.1 No 

.2 Yes (Describe briefly how you are being trained) 



12. Are you participating in any form of training or development pro- 
gram for a more responsible duty? 

.1 No 

.2 __ Yes (Describe briefly how you are being trained) ______ 



13* Does your qualification jacket, section six (6) of the fitness report, 
indicate the more responsible duties for which you are in training? 

.1 Yes 

.2 No 

Comment: 



14* How often have you been shown your fitness report? 

.1 Always 

.2 Usually 

.3 Rarely 

.4 Never 



15, Do you consider that your qualifications jacket accurately and 
completely reflects your capabilities? 

.1 Yes 

.2 No 

Comment: 



16. Do you believe a frank and comprehensive discussion of fitness reports 
between individual officers reported and their reporting seniors 
would be beneficial to individual officers? 

.1 Yes 

.2 No 

What has been your experience in this regard? 



17. Which of the following, in your opinion, should be the primary basis 
of fitness report detail recommendations for future assignment of 
officers being reported? (X one answer) 

.1 Assignment to positions of greater responsibility 

.2 Broadening of experience 

.3 Assignment to duties for which already fully qualified 

18. In your opinion, what was the primary basis of typical detail recom- 
mendations entered on your fitness reports? 

.1 Assignment to positions of greater responsibility 

.2 Broadening of experience 

.3 Assignment to duties for which already fully qualified 

19. In your opinion, what degree of responsibility should be assumed by 
the following parties for the trainirig and development of individual 
officers? (Number your selections consecutively, starting with 
number 1 (one) for the most responsible) 

.1 Bureau of Naval Personnel 

.2 Bureau of Supplies and Accounts 

.3 Commanding Officers or Officers-in-Charge 

.4 Immediate superiors 

.5 _____ Each individual officer 



20. In what way have you benefited by in-3ervice training or guidance 
which you have received in Supply Corps organizations at which you 
have served? (X the degree of each way in which you have benefitted ) 

Benefits Greatly Moderately Little 

.1 Facts learned 
.2 Methods learned or perfected 
.3 Ideals or principles developed 
.4 Example of superiors and others 
.5 Stimulation of your ambition or 
initiative 

.6 Development of favorable attitudes 
.7 Other (Specify) 

21. Have you been given ample opportunity at each of your duty stations 

to improve your qualifications for potential assignments in your rank? 

.1 Always 

.2 Usually 

.3 Seldom 

22. To what extent have your various duty assignments during tours of 
duty usually contributed additional experience necessary for improve- 
ment of your qualifications for a successful career in the naval 
service? 

.1 Greatly 

.2 Moderately 

.3 Little 

23. Have you ever been retained on particular assignments for an unduly 
long period due to your proficiency in the particular assignment? 

.1 No 

.2 Yes (In what way has this affected the progress of your 

career?) 




24. Have you usually been rotated through various assignments each tour 
of duty? 



.1 Always 

.2 Usually 

.3 _ ___ Seldom 

.4 Never 



25. If you were rotated through various assignments during a tour of 
duty, how did this come about? 

.1 Planned officer development program 

.2 Vacancies developed in the organization 

.3 Change in officer personnel organization 

.4 Due to your expressed preferences to gain experience 

.5 Other 

26. Do you consider that a system of rotation in duty assignment at a 
particular station, during each tour of duty, is necessary to the 
improvement of your qualifications for assumption of future assign- 
ments contributing to a successful career? 

.1 Yes 

.2 No 

27. If current "normal 11 tours of duty are substantially lengthened in 
duration at any future time, would your answer to the foregoing 
question be different? 

.1 Yes 

.2 No 

28. What is the relative importance of factors in your service experience 
which have contributed to your qualifications for more responsible 
positions? (Consecutively number these factors, starting with 
number 1 (one) for the one you consider most important). 

.1 Facts learned 

.2 ___ Methods learned or perfected 

.3 Ideals or principles developed 

.4 Example of superiors or contemporaries 

.5 Stimulation of your ambition or initiative 

.6 Development of favorable attitudes 

.7 Other (Specify) 

29. In what way were you stimulated in your ambition or initiative? (Con- 
secutively number these items, starting with number 1 (one) for the 
one you consider most important) 

.1 Recognition by superiors of work well done 

.2 By being given superior opportunities 

.3 Respect and recognition among other officers 

.4 Respect and recognition among all personnel with whom 

associated 

.5 Self-recognition of ability 

.6 Other (Specify) 



30. To meet the continuing needs of the service, what is your opinion 
of the order of importance of these factors in the assignment of an 
officer to billets of an organization? (Consecutively number your 
selections, starting with number 1 (one) for the most important) 

.1 Career requirements of individual officers 

.2 Vacancies in the organization 

.3 His qualifications for the contemplated billet 

.4 Billet commensurate to his rank 

31. From your observation, would you say that this assignment policy is 
observed? 

.1 Always 

.2 Usually 

.3 Seldom 

.4 Never 



Comment: 



32. In your opinion, is there a shortage of well-qualified officers in 
the Supply Corps? 

.1 A great shortage 

.2 Some shortage 

.3 No shortage 

.4 There is a surplus 

*5 Uncertain 



33. If, in your opinion, a shortage does exist, to what do you attribute 
the cause? (X the most important single cause) 



.1 

.2 

.3 

.4 

.5 

.6 




Insufficient experience 
Insufficient training 

Insufficiency of both training and experience 
Unfavorable attitudes 

Inability to properly express themselves orally or in writing 
Other (Specify) 



34. Which of the following requisites for effective organization of 

personnel were not regularly observed in activities at which you have 
served? (X each applicable opinion) 



.1 

.2 

.3 

.4 



.5 



Authority commensurate to responsibilities was delegated 

Personnel were accountable to a single superior 

All duties assigned were of a similar nature 

The number of personnel directly supervised were regulated 

to provide for maximum effectiveness of supervision 

All of these were regularly observed 
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• In your opinion, which of the following responsibilities of an 
officer in charge or in command of an activity should be most 
important? (X one answer) 

.1 Day to day efficiency of the activity 

.2 _____ Development of subordinate officer personnel qualifi- 
cations for a particular job at that activity 
.3 Long range development of subordinate officer's qualifi- 

cations in general 

36. Have officers reporting to duty at activities at which you have 
served, in your opinion, received adequate indoctrination, prior to 
assignment to duty? (X the degree of indoctrination for each factor) 

Phases Thorough Adequate Inadequate 

.1 Organization of the activity 

.2 Basic operating policies 

.3 Personnel policies __ _____ 

.4 Physical plant 

37. In what form would you prefer to receive instructions from your 
superior? (X one answer) 

.1 Orders 

.2 __ Suggestions 

.3 __ __ Discussion and mutual agreement 

.4 General instructions 

.5 Detailed instructions 

38. Which of the foregoing most accurately reflects your general experience? 
(Indicate the number of the option) 

.1 

Comment: 



39. Have your collateral duties ordinarily been of value in the improve- 
ment of your administrative or technical ability? 



.1 


Always 


.2 


Usually 


.3 


Seldom 


.4 


Never 



Comment: 



40 . 



Does your activity have an in-service training or guided development 
program(s) for officers attached to the activity? 



.1 No 

.2 Yes 

(Briefly describe the program(s), including its organization, 
administration, participation, duration, etc.) 



41. What has been the content of in-service training or guidance programs, 
formal and informal, in which you have participated? (X all those 
applicable) 

.1 Principles of organization and control 

.2 Budgeting and planning 

.3 Personnel management 

.4 Methods and procedures 

.5 Other (Specify) 

42. In your opinion, are Supply Corps officers ordinarily sufficiently 
familiar with the content and application of Navy Civilian Personnel 
Instructions? 

.1 Yes 

.2 No 

.3 Uncertain 

43. Do you consider that Supply Corps officers, in general, should be 
given specific training in Navy Civilian Personnel Instructions? 

.1 Yes 

.2 No 

44. Do you feel that your training in the Navy has increased your ability 
to express yourself clearly and concisely? 

.1 Orally .11 Yes 

.12 No 

.2 In writing .21 Yes 

.22 No 



45. How would you rate the effectiveness of training and development of 
officers in Supply Corps activities at which you have served? (X 
one answer) 

.1 Effective and extensive 

.2 Effective but limited 

.3 ___ Satisfactory, with ample room for improvement 

.4 N6t effective 

.5 No program observed 

Comment: 



46. The following have been selected from various industrial executive 
training techniques. Check those which you have observed in use at 
Supply Corps activities, rating them in effectiveness. 

Effective Satisfactory Ineffective 

.1 Assignment to special 

projects 

.2 Rotation through various 

positions _______ 

.3 Understudy assignments 

.4 Conferences 

.5 Committees 

.6 Case problem study 

.7 Lectures and/or movies 

.8 Example of superiors and 

others 



47. Have you gotten any ideas from this questionnaire which you intend 
to utilize or consider in the grooming of your subordinates? 

.1 Yes 

.2 No 

48. Should a majority of the persons surveyed express further interest 
in this study, a tabulation of the questions with total responses 
will be mailed to the entire distribution list. Do you desire a copy? 

.1 Yes 

.2 No 

49. Comment: ________ 



104 



AmiTDIX D 

PROFESSOR OF NAVAL SCIENCE 
NORTHWESTERN UNIVERSITY 
EVANSTON, ILLINOIS 



January 12, 1950 



Dear Sir: 

Enclosed is a questionnaire dealing with the field of in-service 
officer training and related factors* Its purpose is to ascertain 
collective views and experiences pertaining to the effectiveness or 
feasibility of such training in organizations of the Supply Corps, 

This research is being made with the recommendation and approval of 
the Bureau of Naval Personnel, 

The October 1948 Newsletter has this to say about career planning 
in general: "It must be remembered that the career of a naval officer 
is a continuous selection process, not merely for promotion in rank, 
but for the day-to-day assignments of tasks and responsibilities' 1 , It 
is also true that the effectiveness of any organization depends upon 
the quality of its personnel; this being particularly true in the case 
of management and supervisory personnel. This study was prompted 
largely by the foregoing facts and also by the ever-increasing attention 
being accorded in-service executive training in industry today. 

Distribution of the questionnaire has been made to a ten percent 
cross-section of Supply Corps officers throughout the naval establish- 
ment, The form of the questions posed is somewhat restrictive but 
they will permit greater accuracy of interpretation than would questions 
calling for a "free response". Conclusions drawn will be suggestive of 
general tendencies in the corps. 

You will note that your identity i3 not called for, nor is any 
identifying information. You have my guarantee that information sub- 
mitted will be kept strictly confidential and that the questionnaires 
will be destroyed after evaluation of the data. 

Completion of this questionnaire for forwarding within one week 
after its receipt will greatly facilitate progress of this study. A 
self-addressed envelope is enclosed for your convenience. 

Your cooperation in this matter will be greatly appreciated. 

Sincerely, 



V. P. GIULI 
LCDR, SC USN 
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